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CHAPTER-! 


INTRODUCTION 

"in final analysis no subject is of greater importance than that of 
education, it is men and women in the country that make and build a nation 
and it is education that is supposed to build those men and women. The 
process of education, therefore, must help to build men and women suited to 
the age and tasks they have to perform.” 

Ft. .lawahar Lai NeEira 

Human being is dynamic and progressive. Society is also an 
cvcrchanging phenomenon, it cannot remain static and stereotype. The 
social structure is subject to incessant change, growing, decaying, finding, 
renewal, accomodating itself to tlie very variant conditions and suffering 
vast modifications in the course of time. Our society is, also undergoing 
transformation, as a result of which we have new tasks, new aims and goals 
before us. Hence, we have to re-orient education to achieve tlicse goals. 
The goal before us is to build a new social order based on equality, liberty 
and justice. The role of the educational administrators and teachers in 
democratic system of education is veiy crucia.1.. They have to act as friends, 
philosophers and guides of the students and help them to march forward to 
establish a new social structure. 

In any educational institution, we have several interesting factors. 
The human factor consisting of the administrators, the teaching and 
ministerial staff, the students and their parents as well as the community 
and members of the board of management constitute one set of variables. 
The material resources consisting of the institutional equipment as well as 
those of the community and the government constitute another set of 
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variables. Methodology of teaching and the proper utilization of the 
available resources is still another a set of factor of ail these, the 
administrative personnel is most important as they are the leaders in me 
whole of the educational process and upon their planning and initiative 
lization and direction, cooperation and coordination, the effectiveness c 


Oi 


educational institutions and the efficiency of the personnel depends. 


Another important dimension of this variable, namely the teacher also 
plays a pivotal role in the teaching learning process as he makes a 
definite contribution towards the educational climate determined by how he 
is made to perceive the organizational goal and how he is motivated and 
prompted to organize the learning- situation. It is generally seen that in 
many situatiorxS he is not free to perceive and act as he likes. Similarly, the 
students function within a semi-structured life space whose boundaries are 
defined by the key figures in the educational admifiistration. 

Principal is, however, the pirot of any educational institution. Kis 


administration and behaviour is also influenced by his interaction with 
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students, teachers, management and various pressure group existing in the 
college environment and the values and beliefs held by the organization. 
Vdliatever may be their influences upon the principal, it is definite tliat the 
way he acts, will give uniqueness to the teaching-learning climate whicli 
uliiinately affects the quality of education. 

The behaviour pattern of an educational administrator, orace 
developed in a speci.'^:c situation under socio-economic and pOa.uiCai 
conditions tends tow: "ds stabilization with the growth of years and 
experience, although the situation and the background tend to differ. All the 
same, the human being has a high sense of adjustment and can .mould 


hin-r '''If according to the demands of the situation. The behavioural trends, 
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thus, developed may not be very stable and co-extensivc with the 
professional Hie of the leader but since they have developed, they play an 
important role, though temporarily. 

I he character of the modem world is such that leadership is not less 

but more necessary than ever before. It is the leadership of a particular 

kind that is required but it, nevertheless, involves the emergence of men 

atH.» wwMiwii v»u.u authority and ir>flucncc over their fellows. 

Problems which 

■ ill colleges require adequate leadership to solve 

them. The patterns of leadership exercised in the field of army, politics and 
commerce are, now, being used in the field of education also. 

One of the most important factors necessary for the success of any 
organization is the morale of its members. Among the factors creating 
morale leadership is perhaps the most important one. Only an inspiring 
courageous and devoted leadership can manage the staff as a team. It 
makes significant difference between success and failure. Much of the 
distrust of leadership arises from a false notion of what it implies. It must 
be based as far as possible on persuation. The leader has to win by his 
special qualities the confidence and tire respect of the members of the team. 

The administrator who accepts the challenge of dynamic leadership 
performs all educational service which is vastly different from what is 
rendered by the administrator who is contented with maintaining the 
educational enterprize as it is. In the institutions where principal is strong 
and iiiaginalive, morale is high and the college seems to be producing 
better results. Though a healthy atmosphere is not the work of any one 
man, yet, it is in itself a test of the success of administration. 

In the words of J.W. Airao - "The myth has it that all this (life of 
a college) centres round the pensonality, the whim, the competence and 
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the incompetence of a single individual - the head of the college identified 
as the principal. The myth has grown stronger with the passage of time and 
has today become a reality. Whatever the formal constitution of the college, 
whatever the rules and regulations which either the university or the 
government may decree, the impact of the college on the minds of its 
students and on tiie life of the society it is called to serve, is determined 
by the vision and the temper of this one man for the time being. 

Thus, the college principals administration or the styles of 
administration, college climate, teacher's morale, teacher's alienation and 
institutional effectiveness all seem to be related concepts. They seem to be 
factors that can be rationally conceived as interacting with each other. 
However, for the sake of developing a deeper understanding of each of 
these, it seems necessary to discuss them separately and in detail. 
CONCEPT OF ORGANIZATIONAL CLIMATE : 

Educational institutions differ among themselves in many ways. A 
teacher or an experienced principal can quickly sense or feel the 
individuality of an institution. Sometimes this individuality is called the 
"atmosphere" of the institution. Other popular labels for this are the tone 
of the institution, climate of the institution or the schools personality. This 
"atmosphere" or the "climate" of the institution is, no doubt, intangible. 
Much of the evidence of this however, comes from obsei-vation of 
behaviours of people in the institution. In one institution faculty members 
appear to be relaxed and at ease with each other. They seem competent 
and generate within us a sense of confidence. In another we find greater 
tension and the teachers show it in their faces, the manner of their speech 
and how they teach and supervise students. Some colleges are veiy noisy 
and "on edge" and often the teachers in these institutions shout a great 
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deai. In some colleges the principals seem to emphasize their authority 
and status, often stressing formality and correctness in dealing with others. 
In some colleges the relations among staff-members, between staff- 
members and the principal are much strained. All these subtle differences 
wliich characterize the psychological environment are the domains of 
organizational climate of the institutions. Argyris calls this the "living 
system" of the organizations. Analagously, ilalpin states "What personality 
is to the individual, organizational climate is to the organization." Thus, one 
useful way of viewing and understanding colleges and possibly to direct and 
control them more effectively so as to achieve their goals is through the 
concept of organizational climate. 

Organizational or institutional climate is said to be one of the 
important factors that affect the quality of education imparted in the 
colleges. A numoer of researchers have brought out its importance as one 
of the factors affecting students learning, teacher behaviours and their 
personality qualities such as their morale and alienation from college 
teaching and other work along with the effectiveness of the institution. 
Wright and his associates and Perkins have clearly brought out the 
significance of classroom climate as related to students' learning and 
development. 

A number of researches have been conducted which demonstrate 
that the institutional climate is related to several aspects of college life 
such as leadership, institutional ideologies, student and teacher' 
characteristics. In the study made by Hall organizational climate was 
found to be related to the leadership of the college principals. This study 
tended to show that the climate of an organization is very a function of 
leadership styles and qualities. Organizational climate of the school 
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contributing significantly to the morale of teachers was brought out in the 
study conducted by Murphy. It has also been found that development of 
creativity in students is also related to institutions organizational climate. 
Thus enough evidence seems to be available which shows that 
organizational climate of colleges is a factor that, perhaps, cuts across 
several aspects of college life. Yet, the evidence does not seem to be 
conclusive . Studies arc too few to draw any conclusive inference from 
them. Hence, there is the need to conduct more and more studies on the 
relationships of organizational climates of colleges with as many aspects of 
college life as possible. 

CONCEPT OF LEADERSHIP STYLE : 

rhe management of any organization, educational or otherwise, may 
be defined as working with and through individuals to accomplish its goals. 
Leadership is inseparably bound with the achievement of organizational 
goals. Effective leaders are the basic and scarest resources of any 
enterprize. The term leadership points out to a person who is holding and 
administrative position such as principal of a college, director, of an 
isntitutions. Supervisor, Inspector etc. Since, these persons are held 
responsible for achieving the organizational goals. They are to be 
legimately designated as leaders. 

Leadership according to ferry is "an activity of influencing people 
to strive willingly for achieving group objectives" Koontz and O'Donnell's. 
State that "Leadership is influencing people to follow in the achievement 
of a common goal" So the effectiveness of a leader is said to be 
determined by his attitudes towards goals (or tasks) and attitudes towards 
people. Leadership style of a principal should refer to his way of dealing 
with people to achieve institutional goals. There is a difference between 
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effective and successful leaders. A successful leader may be both 
effective or ineffective. Employees may be working perhaps under dress or 
external pressure, under forced willingness. Effective and successful leader 

is one who brings about a lasting change in the motivationand values of 

employees. 

Leadership style of a college principal is very important since it 
may influence teachers and students and in turn effectiveness of the 
institution in many interesting ways. How he deals with his colleagues, 
takes decision, plans, implements and evaluates are some of the points by 
which we can assess his style of leadership. All these aspects of leader's 
behaviour are built into grid concept of leadership. AH .the leadership 
theoiies have defined leadership styles in terms of two broad dimension 
concern for task and concern for people. These concerns are not mutually 
exclusive rather they are complementary to one another. Taking these 
two dimensions. Robert Blake and Jane Mouton developed the concept of 
managerial grid which is based on the argument that every leader has 
discernible administrative or leadership style which is a composite of these 
two dimensions. Since, no leader can be wholly taks - oriented or wholly 
people - oriented he can have a variable position some where on both these 
dimensions. This grid basically represents five points of leadersliip style. 
These are 9-1; 1-9; 1-1; 5-5; and 9-9 styles. In this way this grid serves as 
an important instrument to enable the leaders to have introspection and 
identify their own styles. It develops an insight into their leadership 
behaviours and motivates them to improve their. Style leading to good 
people relations and better environment of the institution. Interference in 
their administration by the management board and other authorities limiting 
the freedom of work and action is one such area of their leadership. Pressure 
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exercised by teacher associations and their office bearer is another potent 
souice of their problems. Student activism and student indiscipline present 
many kinds of problems which affect principal's efficiency and 
administrative effectiveness. In case of the principals being unable to 
handle these problems effectively, the total internal environment of the 
colleges becomes polluted giving rise to an organizational climate which is 
unfavourable to quality teaching. Thus, organizational climate and 
leadership style of the principals may be found linked up. Such research is 
absolutely non- existent in the field of education. A hazy description of 
managerial problems faced by the principals is found in V.V. Tanpee's 
Management Today. 

IHE CONCEPT OF AIJENATION : 

It is not difficult to perceive the linkage between the institutional 
effectiveness and teachers alienation as alienation logically means drifting 
away from work. When the person does not have his heart in his work he 
can not do it efficiently. When teachers are alienated from their teaching 
woik they can not be expected to teach well. In the absence of effective 
teaching, no educational institution can be effective. But, it is only the 
empiiical research which can substantiate this. The concept of alienation is 
important as it may be related to principal’s leadership styles. There may 
be certain leadership styles which cause teachers' alienation and affect 
adversely their morale. This needs to be empirically studied i.e. Styles, 
teacher's morale, institution's organizational climate as well as to 
institution's effectiveness. 

The concept of alienation has a long past in the history of ideas. 
I’he term alienation, in contemporaiy social sciences, appears to draw 
upon two sources in particular, the Hegelian and Marxian concept's. Before 
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Marx, Rousseau and Hegel used this concept. Theories of alienation, 
found in Rousseaus writing are individual- oriented and society-oriented. 
The former is present in his earlier writings where he takes as his point 
of departure the human being in a natural state. This state is 
characterised by the fact that the human being lives in isolation 
maintaining himself by using the products nature presents to him. Hence, 
man needs no other human beings for his livlihood and can satisfy his needs 
without encroaching upon the interests of others. The later theory puts 
emphasis on the actions of individuals existing within a social system. Here, 
the term was used by Hegel in the sense of a human being having been 
exposed to disengagement or detachment from his original, natural freedom 
by entering into social contract. Thus, Rousseau neither gave philosophical 
theory, nor the sociological theory but he gave a phenomenological 
description of perception and of a living experience of the social world as 
alienated and i elided, and how inauthentic human existence is in such a 
world. 

I'he meaning given to alienation in the writings of young Marx refers 
to 'estrangement' as well as to 'detachment'. It is closely related to Hegel's 
use of the concept in his philosophy. The alienation of man in Hegel’s 
earliest works is seen as a consequence of private ownership as a social 
institution. Man, according to Hegel, lives in a world which is shaped by 
his work and by his knowledge and it is this world in which man feels 
himself alien, a world whose laws prevent basic need satisfaction. The 
central discussion of alienation appears, however, in Hegel's ontology. For 
Hegel, history is the march of the spirit towards freedom. Freedom can be 
found only in self-consciousness. 
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According to Marx, human activity ideally includes both an 
extemalisation into an object and a reappropriation of that object i.e. an 
objectification. In case of alienation this original unity is broken. 
Objectification becomes alienation. Man is no longer able to re-appropriate 
the object of liis work. The world of objects stands alien to him. 

Durkheim in his work describes the conditions of social disintegration. 
Here the term characterises both 'abrupt transitions', resulting from either an 
abnormal crisis' or an 'abrupt growth of power or wealth and chronic 
conditions. He suggests that 'conditions of crisis and anomie are constant 
and therefore 'nonnal' in certain spheres of social life such as trade and 
industiy. Dui'keim neither defined anomia nor combined his views in an 
explicit theory. But his work has been an important source for later 
interpreters, especially for Talcott Parsons and Robert M. Merton. Besides 
Parsons, Merton has made a considerable contribution in the form of his 
social and cultural variables theoiy of anomia which required a methodical 
way of organising the connections between culturally emphasized goals and 
nomiatively acceptable means of working toward those goals. Hence, 
anomia was defined as a breakdown in the cultural structure, occuring 
particularly when there is an acute disjunction between the cultural norms 
and the goals and the socially structui-ed capacities of members of the 
group to act in accordance with them. 

Alienation and anomie, thus have shared a common methodological 
development, but these two concepts partly overlap in terms of the 
conditions to which they both refer. Both concepts are used to 
characterize social conditions of 'normlessness', 'meaninglessness' etc. and 
the 'individual states of 'maladjustment' and 'deviancy'. 
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THE CONCEPT OFMORAT.F. - 

Moiale is an acquired state of mind of the human being which 
enables him to make effective adjustments to his environment. It has been 
defined by psychologists in various ways. Broadly speaking it is the 
positive negative feelings about some relative aspects of the college and its 
functioning. In other words, it is the positive negative perception of 
teachcis ol teaching, learning and other managerial conditions prevailing 
in ihe institution. The positive perception indicates high morale and is 
reflected in constructive, helpful, optimistic verbal behavioui' while negative 
perception is reflected into pessimistic, destructive, deciying, grumbling 
behaviours indicating low morale of teachers. A large number of feelings 
expressed in the overt behaviour constitute the state of mind which is 
designated as the 'Morale*. 

Morale is considered as an aspect of total personality of human 
being. Personality qualities are largely acquired. They are developed in the 
human being as a result of his experience in his environment, particularly 
the treatment environment. Morale is the store-house of the human energy 
and enables the human being to operate upon his environment with much 
greater vigour. 

I'here seems to be fairly universal agreement in academic circles that 
teacliing is extraordinarily difficult task. Majority of the teachers do not 
reach high level of quality in their teaching. In addition to the absence of 
external rewards for teachers, internal need satisfactions are also often 
frustrated. If teaching is to be externally rewarded, it must also be internally 
rewarding, it is important for the principal of the college to know how the 
teaching can meet their innermost needs and to identify the optimum for 
recognizing environmental cues that address to these needs. 
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Since the current emphasis on democracy in school administration 
and supervision has one of its basic tenets to pay greater attention to the 
process of good human relations, it is necessary for every principal to 
examine and evaluate the effect of his leadership styles on the morale of his 
teachers. Silverman studied those specific personal characteristics and daily 
activities of Principals which affected teacher morale. He found that 
practically every thing about a Principal's character or behaviour did affect 
teacher morale. The need to achieve security, personality and human 
relations, traits such as selfishness, pettiness, favouritism, stubbomess, 
support , tactless criticism, trust, praise etc. affects teachers 'morale'. 
Statistical analysis also indicated that a principal's personality and human 
relations contacts had more of an effect on teacher morale than his physical 
or mental characteristics, his professional background and experience or his 
activities as an administrator. In the satisfying and productive work groups 
there is confidence and trust among the members of the group and a great 
sense of involvement. Workers morale in this situation is high. 

Morale of teachers is a perennial problem in education and research 
has shown that in securing teacher job satisfaction, the administrator is the 
key figure. Principal as a leader of educational institution should be 
concerned with securing, satisfying and productive work groups. Morale of 
school employees is somewhat elusive and hard to define like the efficiency 
of the teacher. Morale is difficult to be measured objectively. Desirable 
human relations seem to be at the very heart of this problem. When 
administrators and school boards become seriously concerned about the 
mental health and attitude of the employees, then real progress can be made 
towards the development of high employee morale. The attainment of high 
morale comes neither quickly nor easily. It grows slowly and must reach 


- 13 - 


the status of a tradition to be most effecitve. Leadership for good morale is 
a responsibility of the college principal. Sensitivity to the needs of 
employees is an indication that the administration is really concerned about 
the personal vvellare ot its staff. It ensures high morale. In an extensive 
investigation of morale, the greatest potential source of teachers morale was 
found to be the principal. 

CONCEPT OF INSTITUTIONAL EFFECTIVENESS : 

Teaching is the ultimate goal of all institutions of Intermediate 
education. They are good or bad depending upon how effective is the 
teaching done in their campuses. Educational institutions display a wide 
range of variety in their size, management, resources, location and 
philosophy. But each one of these is intended to pay attention to the 
development of the individuality of the pupils acquire knowledge and skills. 
Every good institution has certain specific objectives which it should try to 
achieve. 1 hese may be development of the mental spiritual, physical and 
social well being of its pupils and the pursuit of skills and the tools by 
which pupils acquire knowledge understanding, dexterity and logic to 
enable them not only to make material success in life, but to appreciate their 
leisure time, live high quality human life and contribute to the good of the 
society. 

One of the most tangible and indispensible characteristics of an 
effective school may be effective administrative leadership without which 
the various elements of good schooling can neither be brought together 
nor kept together. 

In one of sense institutional effectiveness may be considered as the 
relative level of college's goal achievement etc. In fact institutional 
effectiveness is even more complicated and subtle than goal achievement. 
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The distinctive atmosphere of an institution may be attributable to the 
differents ways in which systems can be organized to subtle difference in 
rules and of personal and social activity etc. Recent studies of effective and 
successful schools mirror that principals of effective schools are there 
powerful and active in taking decisions, they tend to emphasize 
achievement are better organized, support teachers with discipline problems, 
recognize the unique style and needs of teachers and encourage and 
acknowledge good work. All these factors have a positive impact on 
teachers moral and manifest a sense of pride in teachers to be more loyal 
in their duties, enhancing school elTectiveness. Halpin said the environment 
of the institution is the personality of the institution. Effective institutions, 
effective teachers and effective teaching should be the universal maxim. 
But, institutional effectiveness should be considered as the relative level of 
goal achievement, teachers, job satisfaction and students performance. It is a 
highly complicated process a phenomenon difficult to control and 
determined by a number of factors. Teacher's alienation, organizational 
climate, principal's leadership etc. detennine perhaps, how effective a 
teaching is at any school. Institutional effectiveness must be an outcome of 
favourable organizational climate, teacher's devotion and competence and 
principals' dynamic leadership style. 

This discussion amply specifies the institutional organizational 
climate, teachers alienation, teachers morale, principal's leadership style all 
are important determinants of institutional effectiveness and quality of 
education. But, how they are related and have some differences to each 
other in the context of education has not been studied and this information 
is largely non existent in the literature. The Hunch of this researcher is that 
these factors are independent of one another. Apparently, it seems that each 
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one of them affects the other and they are inter related. But this is what 
must be investigated into. Hence, this researcher decided to conduct a 
study which is titled as follow : 

STATEMENT OF PROBLEM : 


Tlie present study is titled as : 
'TEACHER s’ ALIENATION, THEIR 


PRINCIPAL S' 


LEAOERSliflP 


AN!) 


MORALE , AND 
INSTSTlJTiONAL 


EFFECTIVENESS IN D IFFERENT INTERMEDIATE COLLEGE 


ON THE BASIS OF ORGANIZATIONAL CLIMATE." I’he problem 
focuses on finding out the kind of climate that prevails in the institutions 
of middle class learning. It also aims at finding out how these climates 
affect school teacher's alienation their morale, principal leadership and 
institutional effectiveness. 

OBJECTIVES OF THE STUDY : 

The study was conducted with the following objectives in the view : 

(i) To identify the difference in leadership styles of principals of 
Intermediate Colleges of Jhansi Region. 

(ii) To describe the organizational climates of these Intermediate 
Colleges. 

(iii) To study the relationship between organizational climates and 
principals leadership styles. 

(iv) To study relationship between organizational climates and teachers* 
morale. 

(v) To study the relationship between organizational climates and 
teachers' alienation. 

(vi) To study the relationship between organizational climates and 
institutional effectiveness. 
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HYPQTHESES : 

The following null hypotheses were formulated to study the 

problem meaningfully, and also to achieve the aforesaid objectives : 

(i) That, there is no significant difference between 9-9 and 9-1 styles 
with regard to organizational climates of colleges. 

(ii) That, there is no significant difference between the 9-1 and 5-5 
styles with regard to organizational climates of colleges. 

(iii) That, there is no significant difference between the 9-1 and 1-1 
styles with regard to organizational climates of colleges. 

(iv) That, there is no significant difference between the 9-1 and 1-9 styles 
with regard to organizational climates of colleges. 

(v) That, there is no significant difference between the 1-9 and 9-9 styles 
with regard to organizational climates of colleges. 

(vi) That, there is no signficant difference between 1-9 and 5-5 styles 
with regard to organizational climates of the colleges. 

(vii) That there is no significant difference between the 1-9 and 1-1 styles 
with regard to organizational climates of colleges. 

(viii) That, there is no significant difference between the 1-1 and 9-9 
styles with regard to organizational climates of colleges. 

(ix) That, there is no significant difference between the 1-1 and 5-5 
styles with regard to organizational climates of the colleges. 

(x) That, there is no significant difference between the 5-5 and 9-9 
styles with regard to organizational climates of the colleges. 

(xi) That, there are no signifant differences in teacher's alienation, 
teacher's morale and institutional effectiveness in different 
leadership styles. 
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(xii) That , there is no significant relationship between organizational 
climates of the colleges and teachers' alienation. 

(xiii) 1 hat, there is no significant relationship between organizational 
climates of colleges and teacher's morale. 

(xiv) That, theic is no significant relationship between organizational 
climates of colleges and their institutional circctivcncss. 
RATIONALE OF THE STUDY : 

A question may be asked. Why should these variables be related 
to each other, it is not difficult to see that these relationships are 
hypothesized on quite sound basis. The hypothesized relationship 
between organizational climate of colleges and the leadership styles of the 
principals can be justified for psychological point of view. It is well known 
that what the individuals do, the way they act and behave with others in 
any situation creates a kind of atmosphere comprising people 
relationships among themselves, their feelings and attitudes about work 
and towards each other. The principal as a leader influence the behaviours 
of teachers and other persons working in the college. In view of his 
desirable and undesirable behaviours people may develop good or bad 
relations with each other as well as with him. This way generate a unique 
kind of atmosphere or climate in college. Hence, it is expected that the 
leadership styles of the college principals should be related to the 
organizational climate of the colleges. 

Teacher's alienation is a kind of reaction to their fi-ustrated needs. 
Satisfaction or frustration of need, largely depends on the conditions 
operative in the environment. Obviously, organizational climate may be 
considered to have potentialities causing satisfaction or fimstration of 
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needs. This, in turn, may lead to teachers alienation. The relationship 
hypothesized appears to be reasonable. Similarly teacher's morale may be 
conceived of as being affected by organizational climate. Favourable 
climate characterized by factors and conditions that are satisfying, 
rewarding supportive of achievement and good work and conducive to 
teachers personal and professional well-being must boost up the morale of 
llic teachers. It is a fact of common sense. But this study is planned 
together empirical evidence so that what is common sense may become a 
scientific truth. When teachers in a college have high morale and no feeling 
of alienation with favourable climate in the college the natural consequence 
of this which can be easily expected will be that the institution is elTective. 

Alienation and teacher's morale ai'e considered to be two sides of 
the same coin. Alienation is said to be an aspect of morale. 1 fence in case 
of college teachers also these two conditions must be related. There seems 
to be sufficient reason to believe that they should be related to each other. 
Teacher's alienation and their morale both may be related to college 
principals leadership style. If the principal's way of functioning is 
frustrating the dominant of needs, expectations and aspirations of the 
teachers, they may be alienated from work; and when they are alienated 
their morale should also suffer a set back. 

In this way, ail these five variables involved in this study may easily 
be visualized to be interrelated. Logically it seems quite plausible to think 
in this way. But scientific evidence is not available. A few studies are there 
as reviewed in Chapter -II which have shown them to be related. But they 
are too few. For several reasons they can not be considered adequate 
and perfect. For these reasons more and more studies on their 
relationships are needed. 
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SIGNIFICANCE OF THE STUDY : 

The study of inter-relationships of these variables may be 
considered important fi'om several points of view. Since each one of them 
individually seems to be important in the context of the qualitative 
improvement of college education, it may be more meaningfijl to 
demonstrative empirically that it is a fact a reality. Institutional 
elTectivencss, in other words, 'means high quality of education. I fence, 
institutional effectiveness is essentially the same as qualitative improvement 
of education. If it is revealed by this study that principals leadership styles 
are related to institutioi^^l effectiveness it may be possible to guide the 
principals to adopt the most suitable style in order that the quality of 
education improves. This knowledge may be helpful in training of the 
principals. The principals may be benefitted by this knowledge as they may 
develop in them a gi'eater insight in the administration of colleges. 

How principals leadership styles affect institutional effectiveness is 
not known. May be that they affect the organizational climate of the 
college teachers alienation and teachers morale and through interactions 
with these variables they affect the institutional effectiveness. This 
knowledge which is expected to be brought out by this study may be 
extremely important from the point of view of qualitative improvement 
of college education and increasing the efficiency of the college 
principals. 

Organizational climate too may not be an independent factor. It 
may be inter-linked with teachers alienation and their morale either as a 
cause or as a consequence of these variables. At the moment there seems 
to be a paucity of such information. The present study will reveal how 
these variables are inter-related to each other. This in itself may be 


considered meaningful and important. If they are found to be inter-related 
it may be possible to explain more validly the dynamics of functioning of 
these variables in determining the effectiveness of colleges. Also it may 
help in understanding more fully the operational implications of these 
variables in the context of qualifative improvement of college education. 

In this way the study seems to be important. It may be considered 
significant from the point of view of its implication in the field of 
knowledge . It may yield information and knowledge which at present is 
not available. Also, it bring out knowledge which can be utilized in 
upgrading the quality of colleges education. 

PLAN OF ATTACK : 

(i) Study of Related Literature : 

A survey of up-to-date literature on the work already done by others 
in the field of research in India and abroad with which the present problem 
is related and had formed an integral point of the investigator's cognitive 
equipment. Review of the related literature has been incorporated in 
Chapter two. 

(ii) Delimitations : 

The investigator had to work out the problem in the context of the 
conditions prevailing and the time and resources available. The study was 
delimited with respect to the following :- 

(a) The study was confined only to Intermediate Colleges of Jhansi 
Region (Jhansi, Lalitpur, Jalaun). 

(b) The study was confined to 300 hundred teachers and 50 principals fo 
the Intermediate Colleges. 

(c) It included both male and female teachers as well as principals. 
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(d) The study was conducted only on the teachers and principals in 
service. 

(iii) Population : 

There are 1200 teachers in 150 Intenuediate Colleges in Jhansi 
Region. 

(iv) Sample : 

Only three hundred teachers (300) and 50 principals were taken out 
of total population for the present study. The sample was also taken out 
randomely. 

(v) Method : 

The method adopted in the present study was Normative Survey 
Method. 

(vi) Variables Involved : 

The study is titled as "Teachers’ Alienation, their Morale and 
Principals' Leadership and Institutional Effectiveness in different Colleges. 
On the basis of Organizational Climate. " 

It involves the following variables - 
Independent variable : 

Organizational Climate. 

Dependent variables. 

Teacher's Alienation. 

Teacher's Morale 
Principals' Leadership Styles. 

Institutional Effectiveness. 
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(viii) Tools Used : 

1 . Principals Leadership Styles - Self made. 

2. Teacher's Morale Scale - Dr. Y.K. Gupta 

Dr. M.P. Kaushik 

3. Teacher's Academic Alienation 

Scale - ■J>r. Amita Bhatnagar 

4. Institutional Effectiveness - Self made 

’I 

Questionnaire . i 

5. Organizational Climate - 'Of. Meenakshi Bhatnagar 

Questionnaire. 

(VllI) Collection of Data. 

llie data were collected for the study from different college principals 

and teachers with the help of above tools. The tools were explained to the ; 

ii 

principals and teachers and then questionnaires were distributed the teachers | 

and principals were requested to give their actual information about the 
question mentioned in the tools. / 

(IX) Scoring and Tabulation of the Data : 

The response sheets were scored according to the respective keys of 
the above scale and questionnaires and the data were tabulated groupwise. 

(X) . Analysis cT Results and Interpretations: 

The collected data were analysed and interpreted with the help 
statistical calculator. Various statistical techniques such as mean, S.D., 

C.R/f F. Values and product moment correclation (V) were used for analysis 
and inteipretations. The results were discussed in the reference of various 
studies. 
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(XI) Conclusion and Suggestions : 

After completing the analysis and interpretations, conclusions have 
been drawn on the basis of the results obtained. The framed hypothesis and 
their related objectives have been examined in the light of the study. A few 
suggestion have also been given for improving the leadership styles of 
principals, and teachers in different organization climates of the colleges, . A 
few limitations, under which this study has been conducted, have been 
pointed out to enable proper review of the findings and uitimated 
conclusions. In the end, some suggestions for further research has also been 
offered as no research has also been offered as no research is complete 
within itself. 

(Xil) The Report : 

The chapterwise report of the study has been submitted under various 
heads as given beiow:- 

(a) Acknowledgement 

(b) Contents 


(c) 

List of Tables 

(d) 

List 

of Figures 

CHAPTERS: 


I- 

Introduction 


n- 

Review' of related literature 


lii- 

Method and procedui*e 


IV- 

Analysis and Interpretation 


V- 

Findings and suggestion 
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(ii) Appendices : 

(a) List of Schools 

(b) Tools. 

1 . Organizational climate questionnaire Dr. Meenakshi Bhatnagar. 

2. Teachers' Academic alienation scale - Dr. Anita Bhatnagar. 

3. Teachers' Morale Scale - Dr. Y.K. Gupta and Dr. M.P. Kaushik 

4. Principal's leadership style questionnaire - seif made 

5. Institutional effectiveness questionnaire-self made. 
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CHAPTER -n 



THE REVIEW OF RELATED LITERATURE 

Praclicaliy all human knowledge can be found in books and 
libraries. Unlike other animals that must start a new with each generation 
man builds upon the accumulated and recorded knowledge of the past. 
Ills contents adding to the vast store of knowledge makes possible 
progress in all areas of human endeavour. Thus, it is essential for a 
researcher in any field of human knowledge to have a complete and 
thorough information on the earlier work done, around the world, in the 
specific area of his interest. 

With this aim a number of books, journals, bulletins, year 
books, theses and encyclopaedias available were consulted in the libraries 
of different Indian Universities. In the following pages an attempt has 
been made to present briefly the researches and studies already reported 
in India and abroad, whicli may have a bearing on the present problem. 

The reviewed related literature is summarised with relevant 
variables as under : 

1. Organizational Climate 

2. Leadership Style 

3. Teacher's Alienation 

4. 'feacher's M,oraie 

5. Institutional Effectiveness. 

RESEARCH ON ORGANIZATIONAL CLIMATE : 

The account of research on organizational climate is 
presented into tw^o parts one consisting of studies that have highlighted 


Its relationship with other variables influencing the organizational 
behaviour, or its efficiency, and the other consisting of studies that have 
shown how the climate of institutions differ from institution to institution. 

Relationship with other Variables : 

I he social climate of the organization is the product of all the 
relationships that aftect it. ITiis, climate results from the conscious and 
unconscious effort of all who are involved. Industry has been more 
concerned than education with creating the kind of social climate that 
would be conducive to good morale and organizational efficiency. Much 
of the available research has been done in industrial setting or in small 
experimental groups. All of this seems to point out to the fact that 
everyone needs more than just a job to do- be it work, or play or task 
for a voluntary group or school work. The importance of personal and 
interpersonal relationships as one of the aspects of the climate 
affecting the job - perfoniiance has been demonstrated in a classical 
study by Breiner 1927. Herbert Wriglit and his associates 195 } and 
Perkins 1951 have highlighted the significance of social interaction in the 
class, another aspect of the classroom climate. A number of researches 
have brought out the importance of the climate as one of the factors 
affecting students learning, an aspect of institutional effectiveness. I'hese 
researches have been confined to classroom climate. 

ft is widely claimed, these days that a good socio- 
emotional climate of the classroom is a potent facilitator of school 
learning. In several studies classroom climate is found as a veiy good 
predictor of pupil scholastic attainments. Classroom climate as 
evidenced in teacher-behaviour is found sufficiently related to pupil's 
academic achievement. In other countries, particularly in the U.S.A. a 


good number of such studies have been made; but in India, very little 
work has been done in this direction. 

Cunningham I960 and her associates viewed all learning as 
problem-solving and held that a skilled teacher like a skilled 
practitioner can best fulfil his function by creating a democratic climate in 
the classroom. The teacher should help students in recognising and 
identifying the common goals, values and roles of group members. They 
further argued in favour of developing institutionalised methods of 
problem solving and learning. 

Moustakes 1961 in a clinical, anecdotal, observational but non- 
experimental work, wrote that effective learning can only take place in 
the educational institutions where threat and anxiety axe minimum. 

Effective learning can only take place "where there is fi-eedom of 
expression within the limits of the classroom, where each person can 
state himself in terms of himself without fear of criticism or 
condemnation, where feelings are expressed and explored, where ideas \ 

and creative thinking are treasured and where growth of self is the 
most important value." 

A number of researches have been conducted to find out 
how organizational climate is related to other variables, factors and 
conditions such as leadership, institutional ideologies student and teacher 
characteristics. Farinolal97i in a study found significant relationship 
between belief systems (open mindedness) of the chief negotiators for 
teachers and the openness of the organizational climate of the schools. 

Chief negotiators for teacher (faculty association leaders) in the district 
with relatively more open organizational climate were found to be more 
dogmatic. Halpin's OCDQ was used for measuring organizational 
climate of the schools. Attempts were made to find out if organizational 


climate was related to professional leadership of principals and pupils' 
progress in the study made by Guy. 1970 Organizational climate, in this 
study, was not found to be related to any of the two variables. But, in the 
study made by Hall 1971 organizational climate was found to be related 
to the leadership of the school principals. It was concluded in this 
study that leadership behaviours characterized by high nomothetic, high 
ideographic orientations may lead to more open school climate. The 
study tended to show that the climate of an organization is very much 
a function of leadership styles and qualities. 

The organizational climate characteristic has been related to a 
number of other variables characterizing the instit iitions and the 
personality of people working in them. In a study Petasisl975 such 
characteristics as age of the staff members and size of the staff, 
principal's administrative experience were related to the climate of the 
school. These were, however, not found to be related to the climate. 
RideoutI975, on the otherhand found that size and location of the school 
were significantly related to school climate, smallness and rurality being 
positively correlated and largeness being negatively in the correlated size 
of the school. Size is, perhaps, a significant factor in influencing tlie way 
students feel towards their school. Size of the school and length of the 
experience of the principal were, however, not found related to 
organizational climate of school in tlie study made by Lee, Sharmai975 
studied relationship of school climate with school effectiveness, 
principals effectiveness and teachers satisfaction along with other variables. 
Sharma 1973, and Sharma Parham 1973 and found relationship existing 
between school climate and structure behaviour and consideration 
behaviour of the school headmasters. Baylayl957, Pace 1966 and 
Steml970 have conducted stu4|es which clearly demonstrate that the 
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environment (organizational climate) is the most important determinant 
of human behaviour. Relationship between principal's belief systems and 
organizational climate was studied by Crates 1975. No significant 
# relationship was found, in this study, between principal's belief systems, 
intolerance and authoritarianism and the climate. 

How school or college climate aficcts creativity 
development in students has been studied in a number of studies. They 
have shown that anti-creativity climates are predominant in most 
organizations. Gibb 1968, Ellison, Jex 1963, Taylor 1972 all have pointed 
out to "anti-creativity characteristics" of organizational climates. 
Elementaiy teachers were however, found to be perceiving tlieir schools 
climate as being more closed than do their respective principals. It was 
further concluded in this, study that teachers, generally, view their 
respective schools* organizational climate as being closed while 
principals view their respective schools as being at various locations 
along the organizational climate continuum. Braden 1971 discovered 
tiiat teachers in the schools with more open climate hold more 
positive attitudes towards students. The same was found to be true for 
principals also. However, no such difference was found in the attitudes 
of students towards teachers and tlieir schools. The clknate of the school 
was found related to schools' teachers' and principals' pupil control 
ideology also in the study made by Appleberry 1971. Schools with more 
open climate, their teachers and principals tended to be more humanistic 
in their pupil control ideology as compared to their counterparts with 
closed climate. Principals' non-verbal behaviours were found linked with 
the organizational climate of elementary schools in a study made by 
Woodard. 1976 Significant relationships were found between perceived 
congnmece of verbal and non-verbal behaviour of the r icip ai and 
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organizational climate. Organizational climate of the school contributir, 
significantly to the high or low morale of teachers was brought out in th ;? 
study conducted by Murphy 1975. The same was concluded in a study 
conducted by Sharma and Quraishi 1972. Organizational characteristics such 
as public-private schools, large and small schools were found related tc 
such dimensions of organizational climate as teacher morale an ’ 
principals management style in the study made by Moserl975. 

The Organizational Climate of the schools may influence the 
attitudes, values and other personality aspects of the students. This 
hypothesis has been tested in several studies. Roy 1 975 has studied the 
relationship between the organizational climate of the school and the self- 
concepts plus attitudes towards schools of the students ,at junior high 
school level. No significant relationship, was found in this study. 

Relationship among graduate students value orientations, personality needs 
and perceptions of organizational climate were studied bys Bernstein 1975. 

Meaningful differences in school climate, personality needs and value- 
orientations were not found. The study made by Rao found significant 
relationship existing between perceived environment (climate) and 

! 

students attitudes towards their medical profession (positive professional 

attitudes being associated with better climate). The perceived climate was 

not, however, found related to academic achievement, professional level cf 

achievement and work values. Management style of the principals was 

also found related to organizational climate of the school by Vice 1976. : 

In this study it was revealed that the schools where principals were 

perceived by teachers to be concerned with teachers, providing them witli 

encouragement, being approachable when needed, supporting their 

professional growth and recognizing their importance were the schools 

which the teachers perceived to be open in climate. : , 



It has been established beyond doubt that institutions differ 
from one another with respect to their organizational climates. Just as 
differences are found among individuals with respect to personality 
qualities, differences are found to exist among organisations and 
institutions with respect to their climates. Studies of organizations and 
institutions have clearly demonstrated this fact. Hence, this has been 
found of great interest to describe how they differ from one another. This 
knowledge has been considered useful in recognizing institutions so as 
to improve their climates. A brief survey of studies of this kind is 
presented in the following pages. 

In a study conducted by Prutsmani975 efforts were made to 
ascertain if the existence of climate could be verified within the twenty- 
four middle schools of Broward country. The study was conducted with 
a 37 item version of the OCDQ developed by Halpin. The existence of 
climate in each of these schools was supported by each analysis of the data 
in this study. It was also found that the climate of the traditional schools 
was different in several ways from that of the flexible schools. These 
differences were, primarily evident in the principal thrust, principal 
consideration and tlie esprit dimensions. Christopher 1975 using case- 
study method, investigated the background, current status and 
environmental interactions of a secondary school faculty for ten months 
in 1973-74. The study was made in the inner-city of a large city district. 
Los Angles, California. The study described the climate of the school in 
tenns of basic attitude patterns of urban teachers. Climate of schools, 
however, as perceived by teachers and students need nor be similar. This 
was brouglit out by Forakerl975, Sharmal973, Sharma, Buch and 
Rail 973, Mubayi and Sharmal974 have all demonstrated that schools 
differ in terms of their climate. In their original study Halpin and 
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Crofts 1963 administered their OCDQ in 71 elementary schools in various 
parts of the country. It was found that the schools varied in their climate 
profiles. In some schools teachers thought morale was high, in others 
somewhat lower. In some schools the principal was rated higli in 
consideration, in others their principal evidenced less consideration. I’his 
was the situation found on other scales of OCDQ also. 

"Medical Schools Differ in Important Ways has been 
demonstrated by Leonard L. Baird 1976. This piece of research has 
shown that differences in organizational climate of the medical school 
render each school unique. He characterized each of these schools as 
flexible, dominated by traditional excellence, high standards and liberal, 
clearly structured demoralized, suffering from malaise, big with 
contingent characteristics. Each was described to be unique. Such 
differences have been found in the socio-emotional climates of the higher 
secondary schools of the district of Ajmer byRampal Singh 1972 also. 

Gupta 1 985, finds that specific type of school climate prevailed 
in each institute. Female principals proved better administrators in 
comparison to male principals. The female principals have positive 
correlation in case of factor H. while factor L & Q, have negative 
correlation with administrative success. Administrative success and risk 
taking behaviour are positively related with each other. 

An another study of Gupta 1987, it was found that out of 
'Personality factors, A,B,F,Q & Q3 were found to be significant 
positively correlated with administrative success while factor I and M 
were found significant negatively correlated with administrative success, 
High risk taking capacity and good family relationship are part and partial 
of a good administrator. 
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Guptal987, in his minor project supported by U.G.C. found 
that in all types of climate the female principals arc found to be better 
administrators in comparision to male principals. Sex played a significant 
role regarding administrative success in the case of only the familiar and 
paternal climate. In rural section administrative success have significant 
positive relation with C, II, N, Q and negative relation with only two 
factors A& L. 

Gupta 1988, in his pilot research project (supported by 
ICSSR) reached to following findings - 

1. All the six type of climates were identified and prevailed in the 

high schools of Moradabad Division. 

2. The percentage of schools having paternal autonomous and open 
climates were liigher, whereas the percentage of schools having 
closed climate was very low. 

3. in all types of climates female principals proved better 

administrators in comparison to male. 

4. Sex plays a significant role in administrative success in case of 
only familiar and paternal climates. 

5. School location has nothing to do witli administrative success 
except in paternal climate. 

6. Administrative success and risk taking behaviour were positively 
related with each other. 

7. Good family relation in principal's family lead to him towards 

success in their administration. 

Kalpande (1990) studied the problems of block level educational 
administration with special reference to the role of extension officers in 
the administrations of elementary education and found that the 
organizational structure, work motivation and atomizationai climate should 
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be periodically used and corrective action should be taken by appropriate 
authorities. Soianki (1992) also found that the organizational climate of 
secondary schoob ; appeared to be independent of organizational 
management, place of school and sex of the student population. There was a 
relationsip between resource management and the organizational climate of 
secondary school. 

Thus efforts have been made to measure organizational climate 
of various tjq^es of institutions found in the society. Considering that climate 
is an important vairtible - that effects the organizational behaviour and 
institutional effectiveness, a large number of researchers have tried to survey 
and know how institutions differ with respect to their climates. Such trend is 
found in almost all the fields, industry, education, medicine, social and 
religious fields. In the field of education climate studies have focussed on 
schools, colleges and universities. Quite a number of studies have been 
conducted on elementary and secondary schools. They have been reviewed 
in the foregoing sections. But the review of related literature has reveale: 
great dearth of such studies conducted on institutions of higher learning. 
Only a few studies involving universities and university colleges could be 
available. In view of the findings of the studies conducted at the school level, 
it may be assui'ied that the institutions of higher learning and more so the 
progressional institutions like the teacher education colleges and departments 
must also differ widely among themselves with respect to their organizational 
climates and also that the organizational climate of these institutions must 
influence their teaching and fictional effectiveness. 

RESEAS^CH ON LEADERSHIP STYLES 

The studies in this area largely deal with leadership style and its impact 
on institutional climate and such other variables. The studies by and large 
indicate the importance of leadership styels. 
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RESEARCH ON LEADERSFIIF STYLES 

Clark 1981 conducted a study to examine leadership in an entire 
school district and test the validity of Hersey and Blanchard’s situational 
Leadersliip Theory. A field test was designed with 50 leaders (Principals & 
supervisors) and 275 followers (teachers) which provided leader 
effectiveness data by completing the Leader Effectiveness Scale. Results of 
the study showed that the follower population is relative to the task chosen. 
According to teacher's preception of teacher effectiveness, styles S 2 (high 
task-high relationship) and S 3 (high relationship-iow task) were considered 
most effective. Style S 4 (low task-low relationship) was considered the least 
effective. Conclusion also suggest the need to conduct future research in 
various educational settings. 

Two types of leadership styles, task-orientation and 
relationship-orientation, were studies by Mondschein 1975 in a study and 
relationship between, overall staff functioning and the paired leadership 
styles. Findings revealed that most super intendents were relationship 
oriented and they were more associated with longer periods of time as 
administrators. 

Bums conducted and study to describe leader behaviour of 
Principals and leadership variables as receptivity of ideas, goal emphasis, 
team building and decision making etc. on the resultant climate of the 
school. The data confirmed that there is a difference between the way 
superintendents, teachers and students perceive the leader behaviour of 
Principal. Teachers in the schools ranked most democratic indicated a better 
attitude towards school, better communication b ^-pward and downward 
and more participation in decision making in nools. There was found 
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a postive relationship between democratic leadership and academic 
effectiveness. 

Ciress 1975 investigated the relationship among leadership 
behaviour of secondary school principal and teacher's perceived participation 
in decision making and a significantly inverse relationship was found to be 
existing between the active leader behaviour of principals and the amount of 
teachers involvement in decision making. Teachers reported a greater desire 
for decision making participation than they were presently receiving. 

A study to examine the relationship between principal's 
democratic of authoritarian leadership style and teacher morale and 
instructional performance was conducted by Maniudakis 1975. A strong 
relationship was found to be existing between job performance of teachers 
and leadership styles of principal. Teachers who indicated democratic 
Principal leadership were rated high in job performance and vice versa. So 
the teacher perceptions of Principal leadership style were found to have 
positive or negative influence on the performance of the individual teacher. 
A similar type of study was conducted by Ouaguiwong 1981 to determine if 
some relationship exists between leadership styles of Principals, maturity 
level and job satisfaction of teachers. Result of this study was totally 
contradictory of previous one. The Principal's leadership behaviour does not 
contribute to and is not influenced by the maturity level of teachers. Also, 
the behaviour characteristics of the principal have no impact upon the 
teacher's job satisfaction, 'fhis type of controversy demands further research 
on these variables. 

Two similar type of studies were conducted by Pluddleston 1975 
and Gaboon 1975 to discover what, if any relationship existed among 
orgam'zational climate and leadership behaviour of the Principal. Findings 
revealed that there is a significant relationship between leader behaviour, 
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employee's job satisfaction and organizational climate, Huddleston 1975 
found no positive and significant correlation between Principal's leadership 
behaviour and organizational climate. The progressive democratic leader 
should probably guide and direct the energies of educational staff towards the 
solution of problems. A complementary climate should be maintained within 
the school by the staff and principal both. 

Washington 1975 conducted a study to determine whether 
faculty job satisfaction is affected by department's chair person's leadership 
style, delineating style into two classification - 'initiating structure' and 
consideration . Data concluded that the degree of job satisfaction is highest 
in colleges when the faculty perceives that its chair person's leadership style 
is high in initiating structure and consideration. The degree of job 
satisfaction is higher when faculty is allowed to select its chair person. 

Flynn 1975 designed a contigency model of leadership that 
included styles of leader behaviour, leadership effectiveness and situational 
variables important for principals facing that threat of schools closing. 'Fhe 
data analysis indicated that leadership effectiveness as perceived by teachers, 
was not related to leadership style but it was related to positive and negative 
classification of perceived incongruent situational stress. 

Shin 1976 and Gary 1976 conducted similar studies to 
investigate the relationships among Principals's leadership style and the 
degree of teachers satisfaction with their principals job performance. Data 
revealed that the style and the degree of teacher's satisfaction with their 
principals job performance. Data revealed that the teacher’s perception of 
satisfaction may be viewed as a function of interplay between teacher's need 
orientation and their Principal's leadership style in school situations. Gary's 
1976 findings suggests that the assumption of role conflict among chair 
person's was unwarranted, atleast in this investigation. A significant 
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tendency was evidence on the part of chair person to manifest higher levels 
of congruence with faculty rather than the administrative expectations. 

Ogunlande 1980 compared the administrative styles and 
administrative effectiveness of secondary school principals and investigated 
the relationship between these styles and demographic variables of schools. 
He concluded that Principals tended to be more relationship oriented than 
task oriented. Factors of school education, co-education size of school, age 
of the principal were considered as likely predictors of administrative styles. 
Demographic variables were not determinants of administrative effectiveness. 
Zechman 1976 investigated the critical instructional leadership competencies 
expected of secondary school Principals both needed and demonstrated. 
Findings revealed that principal ought to be emphasizing those competencies 
in the staff supervision area and the con-ceptual dimension. Competencies 
assigend high ranking in needed category dealth with the supervision of 
teachers. The Principal usually demonstrated to a high degree the 
instructional leadership competencies he ought to possess. 

Maio 1976 conducted a study in which leadership behaviours of 
Principals were identified by ’Bass orientation Inventory' to determine if 
leadership behaviour of Principals is related to teachers self rated 
satisfaction. It was noted that in school in which principal fated a 
significantly high number of educational programmed as exemplary or above 
average, there was also found a high proportion of task oriented teachers. 
Compatible leadership behaviour were not significantly related to higher 
rated school programmes. Sumrall 1976 also conducted a similar type of 
study to determine the relationship that existed between leadership behaviour 
of supervisors and teacher’s job satisfaction. He used 'Leadership opinion 
Questionnaire' and 'Supervisory Behaviour Description', and found that 
leadership behaviour of supervisors was moderately high in consideration and 


lower in initiationg structure. Significant negative relationship existed 
between teachers satisfaction with people and supervision and initiating 
structure. It was suggested that school administrators created open 
organizational climate which are conducive to the establishment of supportive 
relationships. 

To perceive managerial styles of supervisors and quality of 
interpersonal relationship between supervisory personnel and teachers & 
teachers job satisfaction, Sherman 1976 and Rosenthal 1976 conducted 
similar studies. Results supported that preceived leadership styles of 
supervisors were related to interpersonal relationship among supervisors and 
teachers. When teachers see that they have limited opportunity to exercise 
self direction, self control and to participate in setting goals and evaluating 
achievements of these goals, the quality of interpersonal relationship is 
negatively affected and vice versa. With respect to teacher's Job satisfaction, 
it was found that leadership behaviour showed greater degree of 
consideration over initiating structure. 

Successful curriculum planning with an emphasis on improving 

I 

the teaching-learning process depends upon systematic attempts to organize 
and implement effective curriculum planning procedures. The role of the 
building principal, involved in that process is potentially one of the most 
influential. Calhoun 1981 conducted a study to investigate what specific 
actions of Principals do teachers identify as being illustrative of leadership 
behaviour that lead to improved teaching-learning situations. The main 
conclusions of the study were that principal can improve teaching learning 
situations and assume a leadership role in curriculum planning process by 
providing managerial support for teachers, by becoming competent in 
practicing good human relations, relating quickly to other people, developing 
creative abilities. 
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An attempt was made by Pedersen 1981 to build on what is 
known about perceptions of leaderships style and organizational variables 
which might contribute to improved organizational effectiveness. Purpose 
was also to determine the relationship between leadership characteristics of 
Principal's leadership style and patterns of group relations among staff 
members. This study provided evidence of the relationship between teachers 
perceptions of principal's leadership style and patterns of group relations. 
High levels of significant correlation was found and the study supported 
contemporary theories of team leadership. 

To determine whether or not Principal's leader behaviour are 
related to the communication behaviours in school, Wheeler 1981 conducted 
a study and surveyed sixty three teachers from ten schools. Previous studies 
had revealed that distinct styles of leader behaviour are discernible in school 
principals by the teachers they supervise and that these distinct type of leader 
behaviour affect teacher attitude and performance and the climate of the 
school. Wheeler concluded that principal demonstrating high initiating 
structure leader behaviour used more instrumental and expressive 
communication than those demonstrating low initiating structure. The 
frequency with which Principals discussed curriculum objectives, policies, 
rules and regulations, reward praises and acceptance with teachers was not 
related to the frequency with which teachers discussed curriculum objectives 
and policies. Overall this study determined that leader behaviour and 
communication behaviour are indeed related. Infact, the study strengthen 
the assertion by Marrihue (1960), Gerloff and Cummins (1971) that one 
literally cannot stady either of these concepts apart from the other. 

To compare across the three educational levels elementary, 
secondary schools and universities and two dimensions of leader behaviour 
initiation of structure and 'consideration', Khoury 1982 conducted a study. 
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Results indicated that as a group, administrators preceived that they exhibited 
'consideration' and 'initiation of structure' significantly more frequently than 
did their respective teachers. With respect to 'initiation of structure' the 
discrepancy existed at all the three levels of educational organfeations. 

Gibbons 1982 designed a study to examine the relationship 
between the selected organizational environment characteristics and the 
leadership behaviour of school Principals. It was found tliat the greater the 
complexity of the organizational environment, the more receptive the 
principal is to teacher ideas, greater work facilitation by principal, greater 
support and team building. Principal's overall leadership scores is high. The 
greater stratification within the organizational environment, the less the 
Principal involves other staff members in the decision making process. ^ 

Several studies were conducted to define and describe 
leadership behaviour of principal's and their relationship with teacher’s * 

perception and job satisfaction. Danields (1981), Brown (1975), Williamson I 

(1981), Thomson (1980) & Harlen (1980) worked on the same problem and 
concluded that effective school Principals had higher scores on scared 
initiating structure and consideration. Thomson 1981 said that there was no 
significant interaction between Principal's leadership dimensions with their 
formal training and past experience. Colleges neeed to tress the relationship ! 

tSf leadership as an interaction of sociological skills and task skills. Harlen 
1981 said that more emphasis needs to the placed on the sociological aspects 
of leadership. Daniels 1981 and Brown 1975 also said that Principals 
leadership styles do affect subordinate job satisfaction. 

Mathews 1979 studies the relationship among measures of the 
variables of creativity, views of leader behaviour and effectiveness of 
secondary principals to determine variable that can be used for the selection 
placement and evaluation f secondary principals. The findings of the study 
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suggest that creative ability of secondary principals is not directly related to 
the leader behaviour that they exhibit nor to their cfrectivcncss. ! low ever, 
their effectiveness is directly related to their exhibited and perceived leader 
behaviour. There is no interaction of creativity perception of leader behaviour 
with respect to effectiveness 

King 1979 from his study inferred that (1) female principals 
were mere oriented than male principals towrds keeping decision making 
power to themselves rather than deligating or sharing with others, (11) Male 
Principals was more oriented them female principals towards fostering warm i 

atmosphere in the school by taking warm atmosphere in the school by taking 
into consideration the needs and interests of the teachers (1 1 1) I’he sex of the 
principals is not related to the morale of the profession. 

Meloney 1979 the personality characteristic were related to 
leadership behaviour of Principals. Meloney in his study found wormth and 
stability as important characteristics for leadership effectiveness of woman 
principals. Moreover, particular personality characteristics consistent with an 
effective leadership personality profile were emotional maturity 
detennination, self-assurance, self-efficiency, self-control and composure. 

Still 1980 related the same factors to leadership behaviour other i 

than demographic and personality factors. Still, found no significant 
relationship between lows of control, leadership styles, manipulated 
tendency, organizational climate on one hand and leadership effectiveness on 
the other hand. 

G.P. Gupta 1978 tried to study leadership behaviour dimension 
of the head masters of the secondary schools of Rajasthan, lie also studied 
the personality factors of the head master of schools having different types of 
shcool climate. He concluded that these was no significant relationship 
between school climate and factors A,C,R,N,0, Q,Q3 and Q4 of the !6 PF. 


For this study, a sample of hmidred secondary schools from Rajasthan state 
was drawn up by using stratified two stage sampling technique. 

D.R. Darji (1975) studied leadership behaviour and its 
correlates in the secondary schools. The study was undertaken with view to 
(1) identifying the leadership behaviour patterns of principals sampled 
schools of the selected districts (1 1) identifying the organizational climate of 
the sampled schools. (Ill) studying interrelationship among leadership 
behaviour of the principals of the secondary schools organizational climate. 
(IV) studying the significance of relationship between each of the two 
dimensions of leadership behaviour, namely, initiating structure and 
consideration with (A) the nature of management of the school (B) see type 
classification of the schools (C) age of principal (D) sex of the Principal (E) 
experience of the principal (F) leadership behaviour patterns of the Principal 
(G) organizational climate of the school. 

It was found that (1) the leadership of behaviour dimensions and 
patterns were critical indicators of organizational climate, staff morals 
academic motivation, school innovativeness and academic status, (11) The 
percentage of Principals manifesting the Mil pattern of leaderhip behaviour 
was the highest (forty nine percent), (111) all the principal of the open 
climated school manifested the IMl leadership behaviour pattern, (IV) the 
percentage of the principals manifesting the HH pattern went of decreasing 
form high morale schools to low moral schools, (V) most of the schools 
having high innovativeness has principals who manifested the HM and MH 
leadership behaviour pattern (VI) most of the schools of higli academic 
status and principals with the HH leadership behaviour pattern, and (VIl) the 
leadership behaviour dimensions and patterns were found to be significant in 
relation to variables of climate, morale and innovativeness. 
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Mahasabdc (1990) in his study could not find out any significant 

yelationship between leadership styles job satisfaction of teachers, 
organizational climate and students academic achievement. Nanda (1972) 

studied the leadership behaviour of heads of primary schools and found that 

ineffective leaders show more consideration behaviour and less initiating 

behaviour, were inefficient in consideration behaviour and initiating and some 

are manifesting higher type of leadership in "initiating structures "and 

consideration. Taj (1992) found that the attitude towards the profession, job 
satisfaction personal-interpersonal social adequacy were found to be 

significant predictors of the administrative behaviours of secondaiy school 
heads. 

SBaHESWjyniED TO TEACHER'S Al IFNTAT.^im 

Many studies have been made in which alienation has been 
related to teachers job-satisfaction, their participation in decision-making, 
organizational climate of institutions and some personality characteristics of 
tcachcis. Llozavsky 1978 conducted a study to analyse the relationship 
between two dimesnions of school bureaucratic structure (centralization and 
fomialization) and teacher’s alientation from work and from expressive 
relationship, it was found that highly centralized and formalized schools 
were charactorised by both alienation from work ami from exprosive 
relations. .A .similar .study was conducted by Slaybaugh 1974 who found tiiat 
centralization had the strongest relationship with alienation and job 
codilication showing a signilicant negative relationship. 

Forsyth 1 978 conducted a study in which it was found that work 
alienation tended to flourish in an environment of restricted informal 
interaction. O’Neill 1976 determined the relationship between alienation and 
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feedback about the teacher's performance from selected significant others. 
An inverse rclationsliip was found between feedback and alienation. 

Allen 1971 established the relationship between organizational 
climate of elementary schools and the sence of alienation in the teachers. All 
dimensions of teacher alenation were significantly correlated with openness 
of climate. Raez 1971 conducted a study to examine the relationship 
between leadership behaviour and alienation from work as perceived by 
classroom teachers in schols. A significant negative relationship was found 
between teacher's perception of 'person-oriented' leadership behaviour and 
alienation from work while the system oriented leadership was not found to 
be related significantly. Again a relationship was found between teacher's 
perception of alienation and social isolation in the study made zielinski 1983. 
The organizational powerlessncss was found to be significantly related to all 
four dimensions of isolation and the instructional powerlessncss was 
significantly related to isolation from formal and informal authority. Thus, 
the subjective alienation and objective isolation were also found interrelated. 

Rudrahindwa 1980 at Stanford University conducted a study 
and found significant impact of socio-economic status of students alienation. 
!t was also found in the same study that students alienation is closely related 
to their occupational expectations and perceptions of university. Antonio 
1974 conducted a comparative study to know the extent of alienation in 
Pureto Ricon College students and non Pureto-Ricon students having similar 
socio-economic status and found that Pureto-Ricon studens were significantly 
more alienated than their Non-pureto-Ricon counter Parts. 

An interesting study was conducted by Schwed 1978 to find out 
the relationship between smokers and their alienation. It was argued that 
smokers are alienated from their intellectual knowledge that smoking 
endangers their bodies. Further Jones 1978 examined also the interaction 










between different forms of alienation. The interaction between powerlessness 
and parental and religious views predicted strongly drug usage, as the feeling 
of power lessness and parental-student political belief differences increased 
these was an increase in drug usage. 

Hen’on 1971 on the basis of an experimental study conducted 
on Univcisity stuoents of Minnesota, concluded that the University students 
have a relatively high degree of alienation and the new students exhibit a 
degree of pre alienation feehngs. Powell in Southern United States tried to 
find out whether sex, college academic major and institutional differences 
weie correlated with student alienation. It was found that the students who 
were undecided as to academic major were more alienated than the 
students who had chosen an academic major. Here again the difference in 
the extent of alienation in male and female was quite significant. 

Ffoles 1980 in a study tried to compare the students of 
Baccalaureate degree students at community colleges and Universities in 
Kentucky anci concluded that students enrolled in the universities 
possessed higher levels of alienation from school than did students enrolled 
in community colleges. The mean scores indicated that occupational 
associate degree students were more alienated from schools, family, 
friends and countiy' and possessed a amore negative self concept than 
Baccalaureate degree students. 

Tehra 1970 conducted and interesting study in New York 
University to compare alienated and other measurable variables of foreign 
students who were intended to return to their home countries and the 
foreign students who intended to remain in the United Stales after 
completing their academic studies. The non- returning group was found 
to have experienced significantly high degree of normlessness and 
powerlessncss than the returning groups. Moreover, the non-returning 
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group had more favourable attitudes towards Americans than returning 
Group. Bowling 1976 defined alienation as the separation from one's 
real self or from other human beings with whom an individual reacts or 
interacts. He conducted a study to determine the comparative degree of 
alienation among the students on a college to college basis, it was found 
that students of liberal college were more alienated from those agencies of 
society which constituted establishments. Finally these students were 
found to be more prone to be actively engaged in protest demonstrations, or 
racial actions than students at other colleges. 

Natsis 1975 studied the impact of four family stmeture variables 
absent father, family size, ordinal positions and sex on alienation among 
black and white freshmen college students. Significant results were found 
so far alienation was concerned, the black were found to be more 
influenced by family stmeture variables than the whites. There was veiy 
little indication of absent father having any adverse impact on their 
alienation. 

Aithougli much work has been done in the field of 
Intermediate Education, a few studies have concentrated on professional 
education also. Vickey (1979) worked on doctoral (medical students to 
study the pshychological and demographical factors as predictors of 
alienation of these students. He concluded , as warranted by this study, that 
the psychological variables are neither associated with nor they are 
predictive of alienation. Another study of this kind was conducted by 
Meagher (1982) to assess the amount of change in alienation over the four 
semesters of an associates degree miming programme and to determine the 
Chief source of alienation in the student nurses. It was concluded that there 
was a significant increase in alienation in the nurses from college and 
administration and a significant decrease involving hospitals, physicians 



and paraproicssionals. 1 here was no significant change towards classroom, 
faculty, clinical, instructors, curriculum or physicians. The curriculum 
scored quite high as a pre-dominant over all source of alienation for the 
total population. 

A study was concluded by StelTenhagan (1981) who found a 
positive but not a strong relationship between alienation and drug use. A 
cross cultural comparison between Indian and Caucasian high school 
students wms made by iatras (1981). lie conducted this study on black 
adolescents and revealed that alienation was pervasive (i.e. subjects were 
alienated Irom both society and school). I lere again it was hypothesized that 
the females feel less alienated than male adolescents. Jatras also reached 
the same conclusion tnat the females fee! more alienated than males in all 
the situations particularly on normlessness and cultural estrangement. 

Collins (1981) found significant relationship between 
alienation and achievement and between alienation and affiliation and 
concluded that alienated high school students experience low level of task 
accomplishment and do not enjoy the satisfaction that comes from 
academic success. Elovitz (1981) studied relationship between high school 
size and students alienation. The students in large schools were more 
alienated than the students in small schools. I'his study also revealed that 
small schools had the ability to reduce alienation in minority schools. A 
similar study was conducted by Grabe ( 1 98 1 ) but in his study students of 
small school were found to be more alienated. Rideout conducted a study 
a find out the effect of two independent variables i.e. school size and 
location of school such as rural, urban and suburban, l ie concluded that 


Size 0£ scnool 1 


than the location of school. 


is significantly related to the dependent variable 


alienation 



-5i- 

Bhatnagar (1980) conducted a study to identify relationship 
of administrative styles and administrative ctfcctiveness of principals with 
the alienation of teachers in schools. She concluded in her study that 
alienation is found in ail the teachers of colleges in varying degrees 
and the administrative effectiveness of college principals is also related 
to alienation of teachers. Rathore (1983) conducted a study to know the 
influence of teachers states of decisional participation upon their job 
alienation. In his study the state of devisional deprivation was found to be 
most alienating. Thus, efforts have been made to establish the relationship 
between the environment of the school, structure of the school, 
administrative effectiveness and participation in decision making and the 
alienation of school and college teachers. 

Alienation plays an important role in administration too as it 
influences the effectiveness of administrators of an educational 
institutions or a factory or industry. Joshi (1984) found that alienation is 
found in all the employees to some extent and it is roughly nonnaily 
distributed . Employees highly alienated possess low level of aspiration 
and vise versa. The ethical values and work values of the employees were 
also significantly related to their isolation and alienation while economic 
values were not. Job saatisfaction of the employees was found to be related 
to their alienation as the employees more satisfied with their job were 
found to be less alienated and employees less satisfied were more 
alienated from their work, income was not found to be significant in 
respect of their alienation. 

STUDIES RELATED TO TEACHER'S MORALE 



Virtue and ethics long neglected by analytic philosophy, is 
now the subject of interest. The traditional veiw that right action is the 
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central concern of morality is being challenged and the proponents of 
ethic of virtue suggest that morality should be as concerned with what 
sorts of person we ought to be as with what actions we ought to 
perform. 

Hendon (1981) conducted a study to delineate Herbart's 
concept of morality in education and its influence upon education. 

According to Herbart, only secure basis for morality is the 'good will' 
itself as defined by 5 moral principles termed : inner freedom, perfection, 
benevolence, right, and equity. Since the attitudes are .shaped by interests 
, the immediate goal for instruction, which is to be utilized also for its 
moral potential. The morale aim includes both 'individual' and 'social 
morality'. The concept of 'individual morality' is referred to in terms of 
'moral character’ and the quality of it is analysed in terms of 'moral habit', 

'moral insight' and 'moral disposition'. 

Herbartianism was a teacher centered movement in 
education. It was superseeded by progressive education as the emphasis . , 

changed from teaching to learning. 

Lynam (1980) and Coller (1976) conducted similar studies 
to relate teacher's morale with absenteism and their feelings regarding 

‘ 

attendance pressure. It was found that low morale teachers were more ^ 

likely to exhioit absence behaviour than high morale teachers. Male and 
married teachers were caused to have lower absence record than female 
and unmarried teachers, 'fhe more often a teacher was absent, the more $ 

likely it was that the teacher would feel attendance pressure. 

Bell (1980) tried to determine the difference in the means of 
discrepancy scores between ideal and real leader behaviour of teachers 
working with female and with, male Principals and if there is any 
difference in morale of teachers working with male/female Principals. 


Data revealed that sex of the Principal does not affect teacher's 
morale. It was also found that sex of the teacher does not affect teacher 
morale, regardless of the age of teacher, the length of seiwice at the school. 
Morale increases as the age and the length of service of the teacher 
increases, perhaps suggesting decreasing critical perceptions of the 
principal. 

A similar study was conducted by Pederson (1980) and 
Kongteing (1980) to compare morale factors with personal and 
professional variables of teachers. It was concluded that school district 
type, and enrollment conditions were related to the factors of morale as 
measured by 'Perdue Teachers Opinionnaire' and supplement. Significant 
differences were found in morale scores of teachers on rapport with 
Principal, rapport among teachers, salaries, curriculum issues, school 
facilities and services etc. it was also found that female teachers had 
higher morale scores than male teachers on work load, curriculum 
issues, status and community pressures. 

Murphy (1975) investigated the relationship between teachers 
perceptions of level of teacher's morale and organizational climate of 
selected schools. This study confirmed that the pattern of school 
administration is significantly related to the level of teacher's morale. 

To determine the relationship between teacher morale and 
Principal/administrator’s leadership style many similar studies have been 
conducted by Allred (1981), Bhalla (1975), Galloway (1975), Nagle 
(1975) , Hill (1976) , Walker (1976) and all of them concluded that 
teacher's morale is significantly related to both dimensions of leadership 
behaviour, the initiating structure and the consideration. Bhclla said that 
teacher's satisfaction most probably is related to those things that happen 
directly with pupils inside classroom, over which Principal has little 
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influence. According to Galloway consideration was the best predictor of 
teacher morale the morale scores of teachers working under autocratic 
directors were lower than scores of those who were working under 

democratic directors. Morale and productivity were also found to be 

positively related. 

To examine the relationship between teacher morale and 
Principal's philosophies of human nature and teachers involvement in 
decisionmaking, JcfTcrson (198!) conducted a study and concluded that 
no significant relationship existed betwen human nature and teacher 
morale. There was found to be a positive relationship between teacher 

morale, lliere was found to be a positive relationship between teacher 

morale and teacher’s actual and preferred participation in educational 
decision-making. 

Jones (1975) conducted a study on the morale of public 
school teachers in memphis Tennessee by a questionnaire concerning 
level of morale as shown by teachers, job satisfaction, administration, 
supply, equipment facilities, stafi; pupil and community relationship and 
listed factors which contributed to high and low morale. Findings 
revealed that morale is not affected by age or professional training of 
teacher. Teacher dissatisfaction was linked with provisions tor dealing 
with grievances and complaints, promotions and advancements, salaiy 
increases and sick leaves. Communication between teachers and 
administrative stall was considered inadequate. Lack of time for 
instructional planning was also found to be a lactor contributing to low 
teacher morale. 

Moser (1975), Weiser (1975) and Pugliese (1975) tried to 
find out the relationship between teachers morale and organizational 
climate, and they ail found that low morale in teachers was associated 
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with school environment. Dissatisfaction among teachers varied according 
to organizational affiliation, teaching level, sex, age, experience, salary 
and future teaching plans. Weiser said that teachers who perceived the 
climate of school to be open had higher scores on morale. 

To detennine if a significant difference existed in the level of 
morale between teachers in open space and self contained classrooms 
Weinstein (1981) used 'Purdue Teacher Opinionnaire' and 'Spatial 
Design-Morale Inventory. He concluded that when morale was measured 
by PTO, there was no significant difference between open space and seif 
contained classroom teachers. There appears to be no strong relationship 
between age, sex, years of experience and mean morale scores. 

Henderson (1976) conducted a study to determine if 
elementary school teachers who perceived that they had higli participation 
in school decision-making showed significantly higher morale and job 
satisfaction than teachers who felt that they had low participation in school 
decision-making. He also found a positive correlation between them, 
leacher's feelings about the Principal’s professional competencies, 
interest in teachers and their work, ability to communicate and skill in 
human relations were found to have a positive influence upon the 
morale and job satisfaction of teachers. Wasson (1981) also found similar 
results in his study. 

Malone (1980) in his study that high teacher morale was one 
important characteristic of Principal's success and that administrator's 
leadership could develop high teacher morale. The Principal rnust not 
only meet the needs of the school community but also must satisfy the 
expectations of the staff members, he observed. Thorpe (1976) said that 
conditions affecting teacher's status, image and salary have strong impact 
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on morale of male teachers. It was also found that the level of teachers 
morale increases as experience in teaching increases. 

Vaughan made a study to ditermin§. effects of open space 
environment upoii teacher morale. The open space environment was shown 
to have a positive effect upon the morale of teachers. Brewer (1980) also 
studied the relationship existing among leadership style of Principals, 
the school climate and teachers' morale. It was found that leadership:, 
characteristics involving organization, communication, procedural methods, 
friendship, trust, respect and warmth are viewed similarly by teachers, 
Principals and superintendents. A closed climate indicated low morale and 
limited job satisfaction. 

Liberman (1990) studied the effects of principal's leadership 
on teacher's morale, professionalism and style in the class-room. Analysis 
indicated that - (i) there is no relationship between principal authority and 
principal task dimension, (ii) The higher the principal task dimension, the 
higher , the expressive dimension of the principal, (iii) the lower the 
authority dimension of the principal, the higher three the expressive 
dimension of the principal, (iv) The higher the task dimension of the 
principal the higlier the professionalism of teachers, (v) The higlicr the 
expressive dimension of the principal, the higher the morale of the 
teacher, (vi) Principal authority is not related to teacher moral, (vii) The 
lower the authority of the principal, the higher the professionalism of 
teachers, (viii) Although, weekly associated, the higher the authority of 
the principal, the higher the authority of the teacher, (ix) Principal task 
orientation is not related to teacher task - orientation, and (x) principal 
expressive orientation is not related to teacher expressive orientation. 

N.A. Sahalat (1975) in his study find out internal actionship 
between organizational climate and teacher morale. For his study he 
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selected 100 High Schools from the thirteen Talukas of Baroda District, 
lie found that organizational climate in rural schools was autonomous 
and paternal, whereas in urban schools closed land, open type were 
predominant and Teacher morale did not influence pupil's academic 
achievement. 

I. A. Franklin (1975) identified the types of climate of the 
colleges of education of Gujrat and delineate the leadership behaviour 
patterns of college principals. He examined and assessed the impact of 
variables of organizational climate, teacher's morale and leadership 
behaviour on the effectiveness of teacher education programme at the 
B.Ed. level. 

He found that the openness of climate in contrast to 
closeness of the climate did not lead to high or low effectiveness of the 
teacher education programme. However, the dimension, 'Espirif indicates a 
significant effects on the low side. The background data of the teacher 
educator in colleges of education in Gujrat did not show any marked 
difference under the six climate categories viz the open, the autonomous, 
the controlled, the familiar the paternal and closed. 

Mehta (1977) conducted a study to describe and evaluate 
institutional climate and teacher moral of the sampled colleges of 
Gujrat University. He found that positive and significant inter relation 
existed among institutional climate teacher morale and students control 
ideology of the teachers of affiliated colleges, 'fhe stratified sample 
consisted of 122 colleges. 

STUDIES RELATED TO INSTITUTIONAL EFFECTIVENESS 

Institutional effectiveness is defined as a total atmosphere of 
an institution which motivates teachers to work and produce good 


» . j. . 


r58- 

students in the sense that their academic record is good and that it has 
a good reputation in the society. 

To investigate into the relationship between school 
effectiveness and skills identified by Principals as most important for job 
performance defined in terms of school outcomes, Dauterine (1980) used 
Katz's model of administrative skills. Findings of the study revealed that 
there is no relationship between Katz's management skills and school 
effectiveness. Since Katz theory is supported by literature, an examination 
of instruments and procedures used in data collection were warrented. 

Similar type of study was conducted by Howard (1980) to 
investigate if leader behaviour of Principal is related to job satisfaction of 
teachers, organizational effectiveness and student achievement. The study 
concluded that perceived leader behaviour of group facilitation explained 
a significant proportion of variance in job satisfaction. It was also 
significant to communication skills and consideration and proportional 
effect on organizational effectiveness. * 

A study was designed by Wongnianguisam (1981) to identify 
the predominant style, and organizational effectiveness of the large 
manufacturing organization in Bangkok. Predominant managerial style was 
the 'constructive' or system. Employees desired for a more participative 
management system, which has a direct positive relationship with the 
effectiveness of the organization. 

CONCLUDING REMARK 
A review of research on organizational climate, leadership 
styles of Principals, teachers' alienation, teachers morale and institutional 
effectiveness, the variables involved in this study was presented in this 
chapter. It may be seen from this review that each of these variables has 
been studied in various contexts and in relation to a large number of 

— 7 ■TrrT’*'TTrti f '? fiTi' 


- 59 - 

Other variables; but their relationships with each of the variables involved 
in this study has not been studied in many investigations. There are not 
more than four-five studies which show how these variables are related 
to each other in the context of education. Obviously, on the basis of 
these too few studies no conclusive result can be drawn. Apart from this 
there arc certain relationships which have not been studied at all. For 
example, relationship of principals' leadership styles with institutional 
effectiveness has not been studied at all, similarly, relationship between 
principals’ leadership styles and institutional effectiveness has not been 
studied. 

'Fhus, the inference can be drawn from this review that there 
is an urgent need for more and more studies in this area. A series of 
such studies may lead to some conclusive result about these 
relationships. The present study was conducted in this background. 
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CHAPTER - 111 
METHOD AND PROCEDURE 


"Educational research is that activity which is directeo towards 
development of science of behaviour in educational situations. I he 
ultimate aim of such a science is to provide knowledge that will permit 
the educator to achieve his goals by the most effective methods. ' 

Apart from various factors, responsible for the efficiency of a 
principal and teachers like organizational climate, leadership styles, 
institutional effectiveness and teachers alienation and morale is worth 
considering. A teacher or principal is a human being and thus this 
attitude has an impact on the student's achievement. 

Tire purpose of the study was to examine the differences ano 
relationship of these variables in different organizational climates. In 
such type of studies neither any previous record nor any type ot 
experimentation can be helpful in collecting tne required information. 
Such type of inforaiations can be collected only by administering some 
tests or inventories to the teachers and prineipals, and data arc gathered 
about "Wiat exists" from relatively large sample of a particular 
population. 

In the present s.,. ' normative survey method has been 

considered to be more suitable for puipose ir order to reach at 

meaningful conclusions. 

1 BF.SICN OF THE STUDY : 

The whole project was to organized that it could be carried out 
systematically. With this end in view the following steps were taken . 


' 
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1. Suitable tools were selected. 

ii) The principals and teachers of Intermediate Colleges of Jhansi 
Region (Jhansi, Jalaun, Lalitpury^re selected for this study. 

iii) Organizational climate, principal leadership style teachers 
Alienation and Morale and Institutional Effectiveness were 
assessed with the help of standardised tests. 

iv) The collected data were treated statistically. 

2. SELECTION OF GROUP : 

i) Popiilatloii : All the teachers and principals of Intermediate 
Colleges, Jhansi region, constituted the population for the present 
study. This population was of 150 principals and 1 300 teachers. 

i‘0 Sample ; Fifty (50) principals and three hundred (300) teachers 
were selected from fifty Intermediate Colleges of Jhansi Region. 
The sample was taken randomly. 

Test of College Teacher's Morale, Teacher’s Academic Alienation 
Scale, Organization Climate Questionnaire and Institutional 
Effectiveness Questionnaire administered to the teachers ol these 
colleges who could be available and who willingly agreed to cooperate. 
The principals were rated with help of leadership style questionnaire of 
these colleges by the investigator. 

3. TOOLS USED : 

Fhe selection of tools for a particular study depends upon various 
considerations such as objectives, availability of tools, techniques of 
scoring etc. Taking all these factors into consideration a review of 
measuring tools needed for the study was made. The following tools 
were used for measuring these variables. 


Organizational climate Questionnaire constructed by Dr. 
Meenakslii Bhatiiagai’ was used for measui'ing organizational 


climate of the institutions. 


2. Principal’s Leadership style was measured with the help of seif 
made Leadership style questionnaire. 

3. Institutional Effectiveness was measured by an Institutional 
Effectiveness scale (lES) constructed by this investigator. 

4. Test of College Teacher's Morale (TCTM) by Dr. Y.K. Gupta & 
M.P. Kaushik was used for measuring teacher's morale. 

5. Teacher's Academic Alienation Scale constructed by Dr. Amita 
Bhatnagar was used to measure the teacher's alienation. 
Organizational climate is an enduring qualify of the internal 

environment of the college that is experienced by the staff members and 
wliich influences their behaviour m a big way. Tliis quality of tlie 
environment can be described in terms of values of a particular set of 
characteristics of the college. It is, always, the perceived aspects of the 
internal environments of the college. It is in this way that this variable has 
been defined and measured for the purpose of this study. Looking from 
this point of view Meenakshi Organizational Climate Questionnaire 
(MOCQ) was selected for the puipose of this study. It is described as 


follows : 


ORGANIZATIONAL CLIM 


For Measuring Organizational Climate of different organizations 
a large number of tools and questionnaires have been prepared. The 
pioneer work in this direction has been done by Halpin and Ciolts who 
developed (XIDQ, which has been adapted in India by Moti Lai Sharma. 
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After reviewing the original and adapted version of OCDQ, 
Bhatnagai' found tliat neither original version nor adapted version of 
OCDQ is fit for use in Indian conditions. Halpin, himself, in his letter to 
Prof. R.P. Bhatnagar, Dean, Faculty of Education, Meemt University, 
Meemt, commented that OCDQ may not be suitable in Indian Culture. 
Therefore, she developed her own tool, "Organizational Climate 
Questionnaire" to measure organizational climate. 

The pui'pose of tiie present study was to obtain a reliable and 
valid measure of organizational climate of institutions of higher education 
which could be used in Indian conditions. Bhatnagar's Organizational 
Climate Questionnaire was found to be most suitable and appropriate 
scale for this purpose. It describes organizational climate in terms of 
nine dimensions. I'hcsc nine dimensions and their operational definitions 
ai'e presented as follows ; 

0.1 DISHARMONY : 

Conflicts and uncordial relationship among teachers, students and 
principals measured by items numbered 1, 10, 19, 28, 37, 46, 55, 64, 7 j», 
82 of the questionnaire. 


02. HINDRANCE : 

!t means conditions which stand in the way ol teaching-learning. 
Tliis is measured by items numbered 2, 11, 20, 29, 38, 47, 56, 65,^83 of 
the questionnaire. 

03. SUPPORT AND SATISFACTION : 

It means the support that students get from the school 
environment and the satisfaction they have with teacheis, students, and 
other conditions of the school. It is measured by items numbered 3, 12, 
21, 30, 39, 48, 57, 66, 75, 84 of the questionnaire. 








04. AI]THQR1TA;-.mAN[SM : 

This refers to the authoritarian attitude of tiie principal, teaciiiers 
etc. and is measured by items numbered 4, 13, 22, 31, 40, 49, 58, 67, 76, 

85 of the questionnaire. 

05. THRUST 

This refers to emphasis on goal - achievement in the 
behaviour of the teachers and principals, etc., particularly emphasis and 
elTorts on enabling tlie students to learn and grow in the right direction. 

It is measui'ed by items numbered 5, 14, 23, 32, 41, 50, 59, 68, 77, 86 
of the questionnaire. 

06. DEMOCRACY AND FREEDOIVI ; 

This refers to democratic way of functioning of the 
principal and teachers and freedom granted to the students. It is 
measured by items numbered 6, 15, 24, 33, 42, 51, 60, 69, 78, 87 of the 
questionnaire. 

07. ACADEMIC EMPHASIS : 

This refers to emphasis on academic activities and 
programmes by the principal and teachers. It is measured by itesns 
numbered 7, 16, 25, 34, 43, 52, 61, 70, 79, 88 of the questionnaire. 

08. DISCIPLINE AND CONTROL 

This refers to the extent to which discipline is ensured and 
control over students and teachers is exercised. It is measured by items 
numbered 8, 17, 26, 35, 44, 53, 62, 71, 80, 89 of the questionnaire. 

09. LACK OF FACILITIES : 

This refers to the facilities that are needed, but are not 
made available to the students and teachers. It is measured by items 
numbered 9, 18, 27, 36, 45, 54, 63, 72, bi, 90. 










It is in terms of these dimensions that organizational climate 
has been defined for the puipose of tliis study also. A combination of 
these positive-negative characteristics defines the type of climate an 
institution may be said to have. 

Thus the Organizational Climate Questionnaire provides 
nine sub-scores and a total score for each subject which indicate 
subjects perception of Organizational Climate of the Institution. Positive 
items ai'e scored as 5, 4, 3, 2, 1 wliile negative items of dimensions 1 , 

2, 4 and 9 are scored as 1, 2, 3, 4 and 5. The total score is obtained 
by summing up the scores on all the positive-negative items 
dimensionwise. 

The Organizational Climate Questionnaire is a very 
carefully constructed scale. I’he author while constructing the tool, 
passed tiuougli ail tlie steps of test constraction very systematically. 
She subjected each item of the scale to a process of item-analysis, 
whereby only those items which significantly discriminated between 
high and low gi'oups on the OCQ were selected for the final form of 
the scale. 

The Organizational Climate Questionnaire consists of 90 
items. Each of the 9 dimensions contained 10 items, it is a likert type 
scale consisting of a series of items on which teachers rate the climate 
of their school on a five-point scale yielding scores ranging from 1 to 
5 on each item. 

ADMINISTRATION : 

The test is very easy to administer and most subjects find 
it interesting. There is no time-limit for completing the test, yet it can 
be completed witliin 25 minutes. Instructions are given on the first 






page of the questionnaire. Subjects are asked to read each statement 
carefully and think as to how far each statement is true about their 
own school. The subjects have to indicate their response on a separate 
response sheet by marking a tick mark in one of the column given 
against each item. 

SCORING : 

Scoring is done with the help of printed scoring 
Response Sheet. There are nine columns in the scoring response-sheet. 
Each column is for one dimension of Organizational Climate, i.e. all the 
items in a particular column are for one particular dimension. Scoring 
system is based on a five point Likert-type scale, i'he dimensional total 
scores may vary from 9 to 45. The total score is calculated by 
subtracting the total score on dimensions 1, 2, 4 and 9 from the total of 
scores on dimensions 3, 5, 6, 7 and 8. It may var>' between 9-45 with 27 
being the expected average. Tlie dimensional scores also may vary 
between 9 and 45 with 27 as an expected average. 

RFXIABILI^^IES : 

Reliability coefficients for each of the nine dimensions were 
established by the author using the KR-21 formula. The coefficient of 
reliabilities of the test has also been obtained by the present 
investigator. All these reliability coefficients are given in the Table - i. 
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D-6 Democracy and Freedom | .875 | .836 

D-7 Academic Emphasis .819 .823 

D-8 Discipline and Control .819 .823 

D-9 Lack of Facilities .842 -814 

VALIDITY OF THE OCQ : 

The author of Organizational Climate Questionnaire has 
established the content validity of her tool. Content validity tells how 
adequately the test samples the larger universe of situations. The key 
aspect in content validity is that of sampling. A test is always a 
sample of the many questions that could be asked. Content validity, 
then, is a matter of determining whether the sample is representative of 
the larger universe it is supposed to represent. Unfortunately, there is no 
statistical procedure for determining the content validity. Only a careful 
logical analysis of the universe of the items and the items selected may 
help in assessing content validity. The items were constructed to sample 
each dimension of Organizational Climate Questionnaire as 
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systematically and folly as possible. Then, efforts were made to get the 
experts judge and assess whether they were measuiing the same aspect 
as was intended to be measured. Furthermore, the items in the scale had 
100 percent agreement amongst experts regarding their suitability to 
measure organizational climate of the school. Thus Organizational 
Climate Questionnaire may be accepted as a valid tool. 

MEASURING TEACHERS' ALIENATION 

The present study involved a measui'ement of teachers' 
alienation. Again, teacher's alienation was visualized in this study as 
alienation the college context, not alientation in general as measured 
by Dean's Scale and various other scales described in the literature. 
For this purpose alienation of teachers was defined in this study as a 
syndrome of feelings of indifference, disgust and frustration in situations 
of college life, negative attitudes towai'ds teacliing and related college 
work, lack of interest in related college life situations, lack of 
identification with the college, fellow teachers and students, 
carelessness in teaching and social relations, not cooperating with the 
Principal and other teacher colleagues and so on. To measure teachers’ 
alienation as perceived and defined above Bhatnagars leachers 
Academic Alienation Scale was used. 

Construction of the Scale : 

Having defined the Teachers' Alienation as described in 
the foregoing section, the author of the scale started constructing items 
based on behaviours in which feelings of alienation as mentioned earlier 
were reflected. Initially two items had been ^^Ti^^en out and they 
constituted the Draft Teacher Alienation Scale. These were tried out 
before they were finally got printed for use in the present study. Tliese 
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items were grouped under the same three dimensions of the Dean's 
Scale, poweriessness, meaninglessness, isolation, but, for the purpose of 
this scale, in the context of teaching-learning organized in the colleges. 
Foilwing further steps were involved in the construction o! the scale : 

(1) Administering these items to one hundred high school and 
college teachers drawn randomly from the district of Bijnor. 

(2) Analyzing the items in terms of their discriminative power to 
differentiate between the top and tlie bottom gi'oups on the total 
scale. 

(3) Reassembling items and forming the scale by using the items that 
differentiated best. 

The scale so prepared followed the procedure underlying 
the Likert technique. 1 lence, this may be considered a Likcrt-'l'ypc 
Scale wliich is a summated scale consisting of a series of items to 
which the subjects respond. The respondent indicates agreement or 
disagreement with each item on an intensity scale. The Likert technique 
produces an ordinal scale that generally requires non-parametric 
statistics. The scale is highly reliable when it comes to a rough ordering 
of people with regard to a particular attitude or attitude complex. 1 he 
score includes a measure of intensity as expressed on each statement. 

(4) Finding out reliability coefficient of the scale by using the test- 
rctest method. For this purpose the scores of the Ibrcgoing High 
School teachers on the finally selected items were conelated with 
the scores of the same individuals retested with the same 
alienation scale once again. 

Finding out the validity coefficient of the scale against the 
Dean's Alienation Scale. For this purpose Dean's Scale was also 
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administered to the same 100 High School teachers alongwith 
the Teachers' Alienation Scale. Scores obtained on these two 
scales were correlat^^d together and a coefficient was obtained. 
This came to be +0.56, which may be considered satisfactory in 
view of the fact that the two scales ai'e not exactly alike. The 
Dean's Scale measures alienation in general while Teachers 
Alienation Scale measures alienation with special reference to the 
activity of teacliiiig. Validity of any test or scale the author ai'gues 
is a ticklish problem. It is difficult to assume with certainty that a 
test will be valid. It is a problem ad infinitum; yet, some 
evidence of the fact that the test or the scale measures the trait in 
reference may be obtained by correlating it with some similar 
measure. Face validity, therefore, is the most important aspect on 
wliich one should depend. To ascertain tliis tlie scale was given to 
several teacher educators having good background of test- 
construction who were requested to read each item and tell how 
satisfactorily they measured teachers' alienation. All of them 
expressed great satisfaction with the items of the scale. 

Originally a questionnaire of 52 items was prepared. All 
these items were made to measui-e all the four dimensions or 
meaninglessness, powerlessness, noimlessness and self-estrangement in 
the context of the academic work and college life. How many items 
should measure each of these four dimensions was not considered 
important as the whole of the questionnaire was designed to yield one 
single score. This questionnaire of 52 items was given to three staff- 
members of the Education Depaitment of Meerut University to judge 
and report if some items, in their opinion, did not measure alienation as 
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defined for the purpose of this study. If some of them expressed some 
doubts about some items, these were \f<e-viewed and changed either 
with regard to the language content or the psychological content. With 
these revised items the questionnaire was got cyclostyled, the number ot 
questions remaining the same i.e. 52 questions. 

The responses to these items were obtained on a separate 
answersheet on which each item had to be rated by the teachers on a five 
-point rating scale by encu'cling one of the ratings ranging from 1 to 5. 
His rating would indicate as to what extent the item was true about him - 
the rating of 5 would mean that it was very true about him - while the 
rating of 1 would mean that it was totally ivrong about him, yielding, in 
this way, a specific score for alienation on each item. 

Item Analysis : 

This preliminary form of the questionnaire was, then, 
administered to one hundred teachers of the intermediate colleges of the 
district of Bijnor. Their response-sheets were, then, scored and arranged 
in a pile according to the magnitude of the total scores, the highest scoie 

script being at the top, then next lower and so on. Having done that 
middle 34 response-sheets were taken out leaving therein 33 in ihe top 
group and 33 in the bottom group. After this, mean scores on each 
item in each of the top and the bottom gi'oup were computed. Their 
differences were calculated. 

On the basis of these differences items were either 
selected or rejected using top minus bottom values formula. An item 
which had a difference of +1.0 and above was selected. On the other hand 
if an item had the mean difference of +1.0 or less including the 
negative difference, if any, was rejected. In this way 12 items were 
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rejected and 40 were selected as shown in Table- 1. In fact, this mean 
difference should have been tested for significance by using t-test., But 
this would have involved a lot of computation work. Hnece, by 
observing the data a shortcut method was evolved. The truth ot. this was 
verified by testing the significance of difference by applying the t-test in 
case of a few critical items. The earlier decisions made on the basis of 
the short-cut method did not change after this verification. 

llius, 40 items so selected may be considered valid as 
their behaviour (discrimination between top and the bottom groups) was 
found to be almost similar to that of the whole test. 

Thus, a homogenous scale of 40 items was finally prepared 
and was subjected to further refinement. At this stage the reliability and 
the validity of the scale were worked out. 

Reliability of the AlieBation Scale ; 

The test-retest reliability, that is, coefficient of stability 
was computed for this scale. In order to find out tcsl-rctcst reliability 
the scale was re-administered to the same group of teachers of 
Intermediate colleges of the district of Bijnor, But this time in spite 
of the best efforts on the part of the researcher not more than 90 
teachers out of one hundred could be available. Hence the scoies ol 
these 90 were correlated with the scores of the same 90 to whom 
the scale had been administered earlier at the item-analysis stage 
(now scored only for the finally selected 40 items). The coefficient 
of this correlation was found to be +0.70 which maybe considered 
satisfactory for the present study also. 
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The scale may be cons^&(^ed sufficiently reliable in view 
of the natme of the construct of alienation which is not as clearly 
defined and understood as intelligence or any other cognitive ability. 
Validity of the Alienation Scale : 

it is extremely difficult, if not impossible, to find out the 
validity of any psychological tool as no valid criteria are obtainable. This 
problem was faced in case of the said alienation scale also. Having 
reviewed a number of tools existing and measuring alienation. Dean s 
Scale was considered to be the most suitable criterion measure against 
which evidence of the validity of the present Teachers’ Alienation 
Scale could be gathered. This tool measures alienation of a general 
type. Teachers' Alienation Scale was desined to measure alienation 
present in the teachers with special reference to academic work and 
college life. Yet, basically, both measure sowe kind of alienation. 
Hence, they must be significantly coiTelated with each other. Specific 
and general alienations can not be much different. They should be 
expected to have a large component of communality. Basing on this 
argument the validity of the present Teachers’ Alienation Scale was 
found by correlating the scores on this with the scores on the Dean’s 
Scale for the same group of teachers on whom the Teachers' 
Alienation Scale was initially administered for item-analysis. ihe 
same group of teachers were also administered after a month tnc 
Dean’s Scale. But, not all the 100 teachers return ed the Dean’s 
response-sheet. Only 90 responsesheets could be collected. Hence, 
validity of the present Teachers' Alienation Scale was established onl) 
on a sample of 90 teachers and against Dean’s scale which was 


resDonse-sheet. 


foimtS It) bt; 'wWcb TTiciy be eonsidered sufficienlly bigb in vie^'^ 

of the less alike criterion used for computing the validity coefficient. 
MEASURING TEACHER'S MORALE : 

For measuring the teachers morale the tool constmcted 
by Dr. Y.K. Gupta and Dr. M.P. Kaushik was used in the present study. 
Morale has been defined as an individual’s positive-negative feelings 
about some related aspects of the College and its functioning . In other 
words, it is the positive-negative perceptions of students of teacliing- 
leaming and other conditions prevailing in the College . The positive 
perception indicates high morale while the negative perception 
indicates low morale. High or low morale are conditions of one's 
psychological make-up which result out of one's experiences. Bitter or 
unpleasant experiences lead to low morale; good and pleasant 
experiences result into high morale. Low and high morale both are 
reflected into specific kinds of overt behaviours. Higli morale is 


behaviours a 


reflected into positive, constructive, hopeful, optimistic verbal 
behaviours. Low morale, on the other hand, is reflected into 

behaviours which are of pessirmstic, destructive, decrying, grumbling 
nature. A large niimiber of feelings expressed in the overt behaviour 
constitute the state of mind which is design-^ed as the morale . Such 
behaviours as are indicative of feelings of r ^sponsibility, positive- 
negr VC a; '"udes towards the College and its programmes, interest in 
WOT' , criticism of Ccllege its various aspects, teaci virs and , teaching, 
fe diffic .r.ties motivation or lack of motivation, complaints of various 

is, liking or disliking the school and its fimetioning, high or low 
aspiratiof^^ . feelings of frastration, feelings of satisfaction and enjoyment, 
apr w^iation for the school and its ife, feelings of helplessness 
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perceived to be caused by College conditions, etc. constitute a broad 
spectrum of indicators of student morale. They may be classified under 
three broad categories or dimensions such as ; 

(a) Appreciation-hopefolness-liking and interest. 

(b) Criticism and complaints-frastration-fear and anxiety. 

(c) Satisfaction-high aspiration-high motivation-high interest. 

Each of these dimensions is visualised to be bipolar, one 
exti'eiiie indicating iiigli morale and another indicating low morale. In 

order to identify these dimensions and operative behavioural referents, 

/ 

the researcher did a lot of reading and review of related literature and 
available tests. This has already been detailed out in Chapter-IL This 
was considered essential for planning a good test of morale. In fact 
very few tests measuring morale could be available. Those which 
were available were not considered suitable for the purpose of this 
study for several reasons. 

THE PRELIMINARY FORM OF TCTM 

Having defined morale as described earlier, the researcher started 
constructing items. While constructing items the researcher careiully 
focussed his attention on two aspects of each item - the situational content 
and the psychological content. The situational content included the school 
and its conditions. The teachers, the school programmes, teaching- 
learning, discipline, students; interpersonal contacts and many other 
conditions fomiing part of students school life. The psychological content 
of each item was drawn from the universe of students feelings, attitudes, 

interest, motivation, etc. as described earlier. 

Keeping tiiese two aspect in mind 100 items were constmcted in the 
first instance. They were, then, discussed one by one with the supervisor. 
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As a result of this discussion many of them were changed or replaced by 
new ones. A fi'esh list of these was tlien, prepai’ed. I’heii they were 
discussed with two more experts. Finally a test of 80 apparently good 
items was prepared. The language of each item was also scrutinised in 
order to make it understandable by college teachers. This test was 
cyclostyled. A separate answersheet was also prepared. Having prepared 
and cylcostyled the preliminary form of the test and its answersheet, it 
was subjected to item analysis for selecting tlie most valid and reliable 
items. A decision had already been taken to construct a Test of Morale 
containing 50 to 60 items in the long run. 

ITEM-ANALYSIS OF TCTM: 


In order to evaluate the items contained in this preliminary form of 
the test, a try-out was carried out. For this purpose the test was 
administered to 50 teachers of Intermediate colleges of Moradabad city. It 
was considered that the sample population of teachers of these colleges 
must not be very much difterent from the total population. This' was the 
hunch of the researcher developed out of his own experience. The 
experiences reflected in the test items may not very over larger population. 
For the purpose of item-analysis this sample was considered roughly 
representative of the lai'ger population on wliich this study was based. 
Having administered and scored the test-papers an item-statistics were 
caluculated. Two item-indicates were computed - the item applicability 
(or item-defficulty) and item- validity. 

Item-applicability was defined in terms of the maximum and 
minimum percentage ot scores obtained on each item. Since each item 
was to be rated on a 5-pt. Scale, tiie minimum and maximum possible 
score on all the items could be only 50 and 250. Hence, it was possible to 

















convert the obtained score into percentage by dividing it by ,250 and 
multiplying tlie dividend by 100. In this way obtained scores for all tiie 80 
items were converted into percentages. These were termed as item- 
applicability indices. Items having applicability values between 20-80 
were considered fit for being retained in the final form of the test. Items 
that had indices below 20 and above 80 were considered not functional 
and, hence, iaving unusually low applicability. These items, if retained, 
would not discriminate among tlie subjects located very liigli and very low 
on the continuum or morale. 

Item-validity was defined as the correlation of the item with the 
whole test. This index would reveal the extent to which it would measure 
the same trait as was being measured by the whole test. An item was 
considered to be valid to the extent it would correlate with the whole test. 
To compute tills index E-13 value wliich is a kind of poiiit-biseiial 
correlation was worked out for each item by using the following formula: 


tin ~ 


T-B . 


in which 


T = Number of persons in the sample getting a score of 1 in the top 


group. 


B = Number of persons in the sample getting a score of 1 in the 
bottom group, 

N = Size of the sample divided by 3. 

Only those items were selected out of these 80 subjected to 
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discrimination index was 0.30 or above this. Taking all these items which 
were selected, a new test of 60 items was assembled afresh. 

THE FINAL FORM OF TCTM 

The final form of the 60 item test was made out of the items selected 
in the manner as described earlier. These items were re-arranged and 
cyclostyled again . A fresh answersheet for this newly assembled test was 
also prepared. 

STANDARDIZATION OF TCTM 

The final form of the Test of Morale and its responsesheet, thus 
prepared, were then standardized. For this purpose the reliability and 
validity of the Test were established on a small sample of college teachers. 
The same sample of 50 teachers which was used for item-analysis formed 
the basis of computing reliability and validity also. 


Test-retest reliability was established for this test. For this purpose 
the test was re-administered to these teachers after a gap of 1 5 days. Their 
scores were obtained after scoring each answersheet. This yielded the set 
of score on the second administration of the test. To obtain the scores of 
the first administration for the same 50 teachers, the item-analysis data 
were utilize. The aiiswersheets of 50 teachers to whom the test was 
administered for the purpose of item-analysis were rescored only for these 
50 teachers and for the items retained in the final form of the test. This 
yielded the scores for these 50 teachers on the first administration. 
Product-moment correlation by scatteriagram method was calculated 
between these two sets of scores. . 


'rhe reliability coefficient thus calculated came to be 0.826 
which may be considered satisfactory. It is not very high; but a higli 
coefficient in case of such tests can not be expected also. 

Utilizing the scores for these 50 students obtained on the basis 
of the second administration, K-R reliability was also worked out foi this 
test. For this purpose the mean and the S.D. of the lest were 
calculated first. They were found to be 48.20 and 8.5 respectively. Using 
tiiesemean and tiie S.D., K-R reliability was found by the following K- 
R, 21 formula : 

M(K-M) 


K-R Reliability = 


in which 


M = Mean of the Test 

S = S.D. ofthe Test 

K “ Number of items in the test. 

Substituting the values of mean, S.D. and K, it worked out as 


follows : 


R= 1- 


240(60 -240) 

'"(52J7"x60 


= 1 - .265 = 0.735 


The Kuder-Rechardson formula-21 provides a conservative 

estimate of reliability. Since it is based on the consistency of response 
from item to item, it will tend to provide smaller correlation coefficients 
than other methods. In view of this observation, it may be thought that 
this K-R reliabiUty of 0.735 is almost as good as the test-retest 

reliability of 0.826 as found earlier. 
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VALIDITY OF TCTM : 

In order to find out the validity of tiie test eflorts were 
made to search for an appropriate criterion. A few tests of morale were 
available, but they were all prepared for graduate students. No such 
tool was available which was particularly prepared for college teachers. 
Hence, the Graduate Students’ Test of Morale was used as the criterion 
test for finding out the validity of the test. A review of the items 
contained in this criterion test revealed that there were only 5 or 6 
items which were not suitable as they used terms like "lecturers" , 
"departments", "B.A." instead of teacher. College, Inter College etc. 
These words were replaced by other suitable words and terms at the 
stage of administration of this test. In this way, two sets of scores for 
the students of the same sample on which TCTM reliability was 
established were obtained - one set on TCTM and tiie other on 
Tyagi's Graduate Students' Test of Morale. Phi coefficient of 
correlation was computed between these two sets of scores using 
top 33 per cent and bottom 33 per cent dichotomies on both the tests. 
The following table was prepared for this purpose : 

TABLE -2 

PHI-CORRELATIONS BETWEEN TCTM AND TYAGI’S TEST 

OF MORALE 




T 



T 

24a 




5b 


21 




Phi coefficient of correlation was calculated from this table as 


follows: 


A+ B) (C+D) (B+D) (A+C) 


= (24x14) -(5x7) 
\/29x2lk3lxl9 


336-35 

/35870i 


= 503 

598.12 

The correlation came to be + 0.503 which may be considered 
satisfactory in the present case. 

CONSTRUCTION OF LEADERSHIP STYLE^ UESTIONNAIRE 
Leadership is insaparably bound with the achievement of 
organizational goals. Effective leaders are the basic and scares! 

resources of any enterprize. The term leadership points out to a person 

who is holding and administrative position such as principal of a college. 
The principal is the key point for controlling all college activities, one 
who is responsible for all administrative process and maintains the 
discipline in the College, tackles the staff members, is involved in 
decision making, controls the students and maintains a climate of the 
college through good relationship with his teaching staff. Every 
principal does these things in his own way. In other words he 
develops his style of functioning which may be termed as his leadership 

style. 

Principals leadership style measured through a test constructed 
by the researcher herself. It is constructed with the help and as well 
as the guidelines of the test prepared by Dr. R.P. Bhatnagar and 
Robert Blake and Jan-e Monton. It measures five leadership styles as 

discussed in the following pages. 
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All the leadership theories have defined leadership styles in 
terms of two broad dimension concern for task and concern for peopl^^ 
Taking to dimension Robert Blake and Jame Mouton developed the 
concept of managerial grid which is based on the argument that evCty 
leader has discernible administrative or leadership style which is 
composite of these two dimensions. Since, no leader can be wholly 
task-oriented or wholly people oriented or have a variable position 
some where on both these dimensions. This grid basically represents 
five points of leadership styles. These are shown on horizontal and 
vertical dimensions of the grid on 1 to 9 scale or degree. Blake and 
Moimton argued tliat a leader's managerial style is a paint on the grid^ 
they have identified five combinations of style, for illustrative purposes^ 
out of 81 possible combinations. These five combinations are outline as 
follows : 

HIGH 


Concern for task 


IniDoverished leadershi 


(1-1) Low concern for task and for people ; in this 
combination, leaders are apathetic and irresponsible. Their attitude 
towards getting things done from and maintaining relationships with 





people are casual and confused. They regard people as lazy and 
underdeveloped and hence tliink tliat no amount of leadership will 
change the frozen attitudes of people. 


Leaders! 


(1-9) Low concern for production and high concern for 
people : In tliis combination, the leader takes great interest in keeping 
his people in good humour and friendly relations with people so that an 
amiable climate will motivate people to work with enthusiasm. Such a 
leader gives little importance to task matters and work requirements 
of people. He is overly human relations oriented. 

Task Leadership ; 

(9-1) High concern for task and low concern for people. 
This is an antithesis of country club leadership. In this combination, the 
leader swings to the other extreme and adopts a directive style to get 
his people work for the organization. His focus is on task perfomiance by 
planning and controlling the production environment . Other 
considerations like people's needs and satislaction are secondary maiteis. 


Middle of the Road Leadership . 

5-5 Moderate concern for task and people : This is a sage style, not 

to push too much in either direction but to achieve a satisfactory balance 

between the requirements of production and of people. 

Team Leadership : 

9-9 High concern for task and people ; This is regarded as the most 
effective leadership. An attempt is made to bring about an integration 
and harmony between the needs of people and of production. A highay 
encouraging organizational climate of commitment co-operation, trust 
and hope are created by the leader. 


- 9 ^- 


According to this concept 9-9 leadership is the most desirable 
approach in the long loui than others and Grid concept can be used to 
enable principal and managers to identify their current leadership 
behavioural position. Tliose principals and managers who are in lower 
positions in their institutions for people and task can be exposed to some 
training programme to enable them to move to 9-9 positions. It has 
emphasis not only on leadership training but also on Organizational 
Development. 

Keeping these aspects in mind for the development of leadership 
of principals, a leadership style questionnaire has been developed for 
tlie measiu'ement of leadership styles of the principals. 

PREPARATION OF THE QUESTIONNAIRE : 

Leadership style questionnaire is comprised ot 60 items with all 
four dimensions (underlying philosophy, planning and goal setting, 
way of implementation of decisions and performance evaluation). The 
questionnaire has 10 situations, each of which contains six questions 
responses to which are indicative of the dominant leadership styles. It is 
a rating scale type questionnaire in which each situation is subjected to 
five different behaviours. A 5 point rating scale is used for getting 
responses varying from being "completely chaiacteiistic to completely 
uncharacteristic" . 

After preparing preliminary form of the questionnaire, it was 
given to various teacher educators, educationists and experts in the 
field and they were asked to give their opinion about the validity of 
the questions. The author took the advice of these people and the 
doubtful questions were rejected. This questionnaire was given to 10 
Principals of Intermediate colleges also and on the basis of their 
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redsponses their leadership styles were determined. In the final form of 
tlie questionnake there were only 60 items wliich were covering all the 
four dimensions of philosophy, planning, implementation and evaluation 
and five kinds of leadership styles. Every dimension had 3 situations and 
for each situation there were 5 alternative responses which had to be 
rated on a 5 point grid according to the importance given to the 
response. In this manner all the ten situations representing 60 response 
alternative ai'e rated and on tlie basis of tliese responses a sepai'ate 
scoring sheet is prepared according to the weightage given to every item. 
This scoring sheet is obtained separartely for each individual's 
response and by adding the total scores on different leadership styles 
(9-9, 9-1, 5-5, 1-9, 1-1) an individual's leadership style is determined. 
Highest score on the style achieved by an individual is said to be 
his leadersiiip or managerial style. For example if an individual 
Principal obtained highest total scores on 9-9 style he is said to be a 
Principal who believes to give equal and high importance to his 
subordinates and tlie work both. Such Principals give higli consideration 
' to the work and at the same time they are highly involved with the 

needs and satisfaction of teachers. In this manner, the style of 
leadersiiip of Principals is identified. 

Reliability and Validity : 

To know the reliability of the tool test-retest method of finding 
reliability was used. For this the same questionnaire was given to the 
same 15 Principals after a gap of 30 days and a coefficient of 
correlation was calculated between the two sets of scores. It was found 
that there is no significant difference between the scoies, hence it 
was concluded that the tool is reliable. Reliability coefficient of the tesi 
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is also calculated with the help of test retest method and it is 
found -1.66 wliich shows the test is reliable. For determining the 
validity of the tool the author relied upon only face validity of the 
tool. He did not find construct validity of the tool. For knowing lace 
validity the questionnaire was given to several teachers and Principals 
of the colleges and all of them approved it for its validity to measure 
the leadership styles of Principals. 


CONSTRUCTION OF INSTITUTIONAL EF FECTIVENESS 
SCALE : 

It is difficult to define Institutional effectiveness as there can not 
be just one indicator of it. One most used indicator is the student's 
learning which is manifest in the marks. It is not secret that these are 
not reliable and valid. Marks and grades can be earned by students in 
several ways by hard work by cheating and using unfair means in the 
examination etc. They may : . not be due to teaching alone. Hence for 
the purpose of this study institutional effectiveness has been defined as 
tlie teaching process as perceived by the students themselves. It would 
mean good or bad impressions carried by the students about teaching m 
their schools. It was measured on the basis of student's perceptions 
only. If the students feel they are taught well with care and sincerity 
using effective methods and strategies keeping in mind their future 
welfare, it may be considered that the institution was effective. 

For measuring institutional effectiveness as defined above 
Institutional Effectiveness Scale (lES) was prepared by the researcher 
herself which was based on the perceptions of students about vanous 
aspects of teaching such as, teachers' classroom behaviour, teaching 
methods and strategies used by him, teachers' interaction with students, 
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students' appraisal by the teachers, sincere preparation for teaching by 
teachers, taking classes regularly teachers' efforts on motivating 
students, helping, guiding and counselling students by teachers, efforts 
on maintaining discipline by teachers in the class and outside the class, 
control of activities and forces disrupting classroom teacliing etc. Its 
construction and standardization has been described as follows : 

Measuring Institutional Effectiveness : 

This was another variable used in the study. To measure this the 
investigator prepared a tool herself. As described earlier, institutional 
effectiveness was defined in this study in terms of the total atmosphere 
of the institution, teachers' job satisfaction, students' achievement, 
public image of the college etc. To prepare this, the investigator first 
analysed and collected ail possible situations in which the atmosphere and 
climate of the institution and other indicators of institutional 
effectiveness are reflected through the behaviours and attitudes of 
teacher. The responses on items indicated what they would think of the 
quality of teaching in their institution, teachers - principal's concern 
for teaching general discipline of the institution, image of the college 
in public and the academic achievement of their students etc. ‘ 
Construction of Institutional Effectiveness Scale (lES) 

Keeping in mind the above criteria, the investigator first 
enlisted all possible behaviours deterrnining institutional effectiveness. 
There were about 80 items initially which the researcher selected after 
discussing with her supervisor and other eminent specialists in the field. 
She also keep help in writing the items from other readymade tools and 
questionnaires* These were, then, discussed with the supervisor at 
different intervals to determine their relevance for measuring 
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effectiveness of institution. Efforts were made to improve the language 
and to remove ambiguity, vagueness and subjectivity found in the items. 

' The overlapping of items were critically examined and some of them 
were rejected. In this way, the items collected through various sources 
were thorougly, screened and edited. After screening, all the items were 
arranged serailly in random order. Thus, a rest of 58 items was 
prepared and ultimately it was cyclostyled . 

The Prelimliiairv form of the Scale.. : 

The preliminary form of Institutional effectiveness Scale (lES) 
was comprised of 58 items covering all the different dimensions of 
institutional effectiveness. It was a likert type five point ratmg scale. 
Each item therefore, contained five response alternatives such as 
strongly agree, agree, neither agree nor disagree, disagree and strongly 
disagree. It was a self - administering tool without any time limit. The 
instructions said that no item should be omitted and that there was 


nothing right or wrong about the items. This scale did not contain any 
negatively worded item. The scoring was based on a five point Likert 
type scale carrying scores as strongly agree (5) agree (4) neither agree, 
nor disagree (3) disagree (2) strongly disagree (1). Thus a response of 

strongly agree was given a score of 5 and so on. The theoretical 
possible range of scores on the whole test was from 58 to 290, the 
higher score indicating higher level of institutional effectiveness. 

Pre- Trv-oiit : 

For the purpose of pre- try out, the preliminary form of the scale 
was administered to 10 school teachers of Jhansi who were considered 
as constituting parallel population to the one included in this study. A 
pre try out is a prelirpinaty ad aistration of the test to a small sample 
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respondents for the purpose of discovering gross deficiencies with no 
institutions to analyse pre - try out data for individual items. As a 
result of this try out minor changes were made in language etc. 

Item Analysis and Final Selection of Items : 

After making some changes in the language of questions and 
instructions, the scale was again administered on 100 teachers from 
different Inter Colleges of Jhansi. They were requested to follow the 
instrucitons given in the questionnaire. These questionnaires were scored 
on the basis of five point rating scale as the scale was designed on the 
lines of Likert Method. 

The procedure used to judge the quality of an item is called item 
analysis. The judgement for selecting an item is based upon the 
discrimination power, difficulty level and content validity of the item. To 
determine the difficijlty level and discrimination Power, the investigator 
arranged the subjects in ascending order according to the manitude of their 
scores. The top 27% were selected as upper group and bottom 27% were 
selected as lower group and tkese two groups were used for item analysis. 
To find out the discrimination power of each item, test of significance was 
was aplied to both scores. Because the total number of individuals in 
higher group and lower group was only 9 in each case, t-value was 
calculated. First of all means and standard deviation were calculated for 
each of the higher and lower group. 

Follwoing formulas were used. 

M = where is total of scores 
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S.D. 


n is number of individuals 
+ (x2-M^ 
(Ni-1) +(N-1) 


Standard Error SED of the sample was calculated by the following fomiula 


SED = S 



Ni +N2 
Ni N2 


For calculating t-value, following formula was used. 

CR — — where = D = difference between sample means 
oD 

(Ml - M2) 

ctD = Standard errors of the sample. 

Thus, using the t - values, the significance for each item was tested at .05 
and .01 level of significance. The t-value ranged from 34 to 5.10. The 
items having values of 2.01 or mo re were selected. Tlie value of each 

item is shown in the table. 3 . ; 

It may be seen from this table that only 45 items were selected at 

.05 and .01 level and items number 23, 24, 26, 27, 29, 30, 34, 37, 41, 45, 
49, 50 and 54 were not selected at this level, these selected items were 
reassembled and final forni of the "Insitutional Effectiveness Scale" was 

prepared. 

The final form of the testi 

The final fonn of the "Institutional Effectiveness Scale" contained 
only 45 items representing various dimensions of mstitutional 
effectiveness. It is a Likert typle five point rating scale. Each item has 
five response alternatives, strongly disagree (1) , (2) neither agree nor 
disagree (3). (4) strongly agree, (5). It is a self administering tool with 
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instructions printed on the first page of the qustionnaire. Space for 
alternative responses is also provided in the format against each question. 
There is no time limit and there is nothing right or wrong about these 
items. No item is negatively worded. Scoring is done by givin mark for 
strongly diagree response and so on. Thus, the sum of total scores on the 
effectiveness scale varies from 45 to 225. In this way, a score of 45 
represents the lowest level of institutional effectiveness and a score 225 
represents the highest level of institutional effectiveness of the 
respondents. The reliability and validity of the scale were worked out at 
this stage as discussed in the following section. 


Table - 3 
ilvsis Of Institutional 


iness Scale 



Upp^ Lower Differe- 


S.No. 


M2 

3.8 

2.5 

3.7 

2.8 

2.6 

3.3 

3.8 
3.5 

2.9 

2.4 

3.5 

' 3.0 

3.6 


Ml -M2 

1.9 

1.0 

2.1 
1.6 
1.6 

2.1 
' 2.1 
~ 1.3 
' 2.1 
' 1.8 
' 1.4 
~ 1.3 
~ 1.7 
~ 2.4 
1.4 

2.2 


S.D 
1.47 
.92 
1.35 
1.38 
1.88 
1.01 
1.25 
1.37 
~ 1.21 
' 1.82 
' 1.20 
' 1.49 
~ .94 
~ .99 
~ 1.27 

1.02 


SEP 

.66 

.40 

.60 

.60 

.52 

.53 

.49 



.61 
' .53 
' .58 
~ .55 
~ .64 
~ .45 
.47 
.57 
.50 


C.R/'t’ 
~ 2.88 
~ 2.50 
3.50 
~ 2.67 
3.07 
3.96 
4.28 
2.13 
3.96 

3.10 
2.55 
3.03 
3.77 

5.10 
2.45 


— ...... j, _ ^ 




































































































3.0 

2.50 

3.16 



1.4 

3.7 

2.3 

i™ 

.59 

[56 

2.6 

4.1 

1.5 

US 

.60 

57 

1.6 

3.5 

1.9 

|MB| 

.60 

ESiiiM 

1.9 

3.7 

1.8 

DESH 

.64 


Note : 

S denote for selected 
R denote for rejected 


Reliability of the Scale ; 

The reliability of the scale was established on a group of 50 inter 
college teachers selected randomly (Systematic sampling) from amongst 
tire 100 teachers who were used for the purpose of item analysis. The 
scripts of these 50 teachers were, however, scored this time for only 
those 45 items which were selected after item analysis . The total 
score and two half scores (odd - even) were calculated tor each of 
these teachers. These are presented in Table -4. The difference 
between the odd and the even score for each items was also 
calculated. On the basis of these split half reliability was computed by 
using Ruton's formula. This came to be .886 which may be considered 
satisfactory for the purpose of this study. The computation oi the 
coefficient of reliability is shown in tables-5 and 6 respectively. 

Table-4 

Reliability Of Test ' Odd And Even Scores 


S.No. of 
Teachers 

ODD Scores 

Even Scores 

Difference 

Total Scores. | 

01 

60 

72 

12 

j 

02 

Ys 1 

80 1 

05 

155 

03 

75 

60 

15 

135 

04 

H3 

65 

18 

148 1 

05 

69 

65 

04 

134 
































R^biiity coefFicient calculated with the help of Ruton's fonuula. 

Vtt = l-~:2 


Wliere 


cjd = S.D. of the difference scores. 


(jt = S.D. of the total scores. 


Table - 5 


ralcidation of Standard Deviation of Total Scores. 


Class Interval Frequency 
170-179 ~~ 5 

160-169 I 8 

150-159 7 

140-149 12 

130-139 I 5 

120-129 I 5 

110-119 I 6 

100-1^ I 2 

I N = 50 


gation Fd 

+3 


i Zfd^=195 


S.D. cjT 


‘ /£fd^_fS g T 

\l N I N J 

■0 II95 


^3.90 -(.06? 









lass Interval Frequency 

r 

0 - 22 ^ 9 

7-19 ~ 

4-16 _5 

1 - 13 ~6 

^0 3 

- 7 ~ 9 


Deviation 

d 



N - 50 


Ytd = -3 iltcP 


FD - aT = 


Bcf _ I f 
V N -In 
I247 r -3 "i 


50 V50 . 


4.94 - (.OOr 


4.94 . .0030 


= -'</ 4.9364 
= 2.22 
= 6.66 

On siibslituting the values of ad and at in iluton's fonnula we havt^ 
obtained the Reliability coelTicicnt as follows : 

ad= _ (6.56)= _ 44.35 _ 344.62 _ 

vu - I - -~-j- - -{-(,- 73^2 - ygg 27 389.27 
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Validity : 

in case of present scale for measuring institutional 
effectiveness, content validity was considered of great importance 
because no other relevant and comparable criterion could be available 
Thus, the investigator had to depend largely on the content validity of 
the Items of the test. She had to he satisfied with whatever the evidence 

was obtained through the expert opinion and comultation with the 

supervisor. For this purpose , the test was given to some teachers and 
secondao' level students to read and judge whether each item of test 
measured different aspects of institutional effectiveness. They were 
asked to report the extent to which items were representative of the 
total hypothesized aspects of institutional effectiveness. Tliey reported 
that Items were largely measuring the characteristics of institutions 
indicating effectiveness. Thus the face validity of "The Institutional 
Effectiveness Scale (lES) was carefully scrutinized. 

^MA,XQydICT jQ^AND administration of tests : 

For the purpose of data collection, the researcher took help 

from a number of her collegues. Those involved in this were, however, 

trained and given detailed instructions. It was thoroughly explained to 

them that the tools were administered exactly according to the 
instructions. 

Having administered all the tools, they were scored. At this 
stage also help of a number of teachers and senior students of 

Inlennediale class was taken, sample checking of response - sheets was 

also done. 



113 


TABULATION OF DAl^A : 

Having scored these tests, the scores were placed in a tabic. 
These are shown in appendsc^. 

STATISTICAL ANALYSIS ; 

For testing the hypotheses described in Chapter 1 paramclidc 
statistics were , used for analysis and interpretations. Details of the 
statistical analysis is discussed in the following Chapter of the present 
study. 
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In a scientific age, like the present one, one has to be objective, 
exact arid convincing in analysing the data. Analysing of data means 
studying tlie tabulated material in order to determine inherent facts or 
meanings. It involves breaking down existing complex factors into 
simpler parts, and putting the parts together in new arrangement for the 
purpose of interpretation. 

In the present study the data were collected from three districts 
which are situated inJhansi Region of Uttar Pradesk Tlie- Intemiediate 
College principals and teachers were- considered- for the study . Tiieir 
number was about one hundred fifty (150) principals and one 
thousand tliree hundred of teachers. But, tlie information could be 
gathered from fifty principals (50) and three hundred (300) teachers 
working with tliem. 

Tlie variables under study namely principal's leadership style, 
organizational climate, teacher's alienation, teacher’s morale and 
institutional effectiveness have been considered for the present study 
and relationship between (organizational climates - teacher's 
alienation), (organizational climates - teacher's morale) (organizational 
climates - institutional effectiveness) and differences in leadership 
s'tyles with regards to organizational climates were studied of the 
different colleges. 

Table - 7 represents tlie distribution of principals and 
teachers according to districts belong to Jhansi Region. 
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Tiie analysis of the data followed in ilie following step ; 

• StSStStiCai Analysis ; 

It was done witii ilie help of siatislical calciilalor for tli 
nalysis and mlerpretaiioo of data by the researcher herself and th 
bllowirsg parameters were obtained : 


jVEeaas aac 


Slasiilarcl Deviaiioiis for all gi'oaps : 


.Means = Am + 


vltere Am = Assiiined met 

f = frequeiicy 
d ~ deviaiiou 
N = 'i'otai Numbe: 


N V N . 


jnificance ofdiiTerences ofh'fearts for small sample 

/l(X,-Mi)-i-£(X2-M2? 


V FA, -A I 


rK T t \ I /iv 1 1 \ 


P 

;■ 
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Difference of Mean 


't' - value 


Analysis of variance : F-value 


Step I Correction term (C) 


Step V Total Sum of squares (SS) 


SS within Means 


Product moment correlation V 
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v= 


NSXY-yx .y Y 
V [N Z - (ixn [N s Y^ - (lY)^] 


(e) Oraphtcal Representati 


ions. 


■L0adersLi'3) S'^/Se 


i^nncipal leadership style questionnaire scale was used 
tor measunng the leadership styles of the principals through rating on 
five point scale constructed by Sadhana Awasthi. To find out the 
Siigniiicant difrerences between the different leadership styles their 
means, standard deviations, standard error of differences and 'f values 
were estimated for different groups of leadership styles.. 

Aiiter the calculation of 't' values between the two 
leadership styles, F-values were calculated among the leadership 
styles With different organizational climates. F values show the 
difference and the effect of the organizational climat 
leadership styles. 
aY?GTESS!S -H 
^ii'zerences ia Leadersluifc SItIss : 


.e on different 


(i) Team Management (9-9) and Task Management (9-1) styles t- 
vakies In imfavourable climates Cl, C2, , C4 and C9' from the 

tables 8 & 8a the means of leadership style (9-9) 51.00,58.87,52 85 
and 50.69 are higher the means of (9-1) leadership style 37.75, 39.45, 
40.12 and 39.21. Tne comesponding combined standard deviations 
wciC 2.66, J.25, 2.82 and‘^3.2!. The T values were calculated cFid 
tound i^.o3, 9.13, 10.78 and 8.56 significant a: .01 level of 
Significance. These significant differences indicate the (9-9) leadership 
style dominate over the (9-1) leadership style. 










Difference in (9-9) and (9°1) Leadership Styles in Different Org, Climates 
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The means in favourable organizational climate, C3, C5, 
C6, Cl and C8 of (9-9) leadership style are 49.24, 48.37, 52.62, 45.66 
and 48.36 also higher than the means of (9-1) leadership style 
41.85, 36.77, 45.19, 38.31 and 40.15i The 'f values are 3.64, 9.28, 
4.29, 4.40 and 4.63 are significant at both the level of significance. 

All the significant dilTerences in both the climates are 
due to higher scores obtained in (9-9) leadership style by the 
principals. 

F- Values ; 

After introducting the mean scores of organizational 
climate with (9-9) and and (9-1) leadership style mean scores, F- 
values were calculated among such three groups. The F-values are 
found 6.67, 5.12, 5.34 significant at .01 level of significance in 
unfavourable organizational climates Cl, C2 and C4 respectively. In 
another organizational climate C9 F-value (4.29) is found significant at 
.05 level of significance. 

From the above table of organizational climates 
(faourable ) the F-values 2.09,3.06, 3.08 and 3.11 found insignificant 
which clearly indicates that in favourable organizational climates the 
differences in leadership style can be reduced upto some extent. It 
means the task oriented leadership style improve in better side like 
as (9-9) leadership style. 

In case of total organizational climates the 't' value h 
found 13.99 significant at .01 level. While as the F- value (5.43) is also 
obtained significant at ,01 level of significance. Therefore, the 
difference in (9-9) and (9-1) leadership style vvith regard to 

: 'I 

organizational climate can be make less by reducing the unfavourable 
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dimensions of organizational climate. It means (9-1) task oriented 
styles may be convert into team oriented styles by providing the 
favourable organizational climates to the college principals. 

It indicates that (9-1) leadership style suffers with 
unfavourable dimensions of organizational climate. 

These differences of leadership style in different 
organization climates can also be seen in graphical representation in 
fig. 1 . 

HYPOTHESIS - 2 

(ii) Task Management (9-1) and middle of the Road Management 
(5-5) styles — 

• From the tables-9 and 9(a) in case of unfavourable 
organizational climates the mean values 37 . 75 , 39 . 45 , 40.12 and 
39.21 of leadership style (9-1) are less than that of mean values 
44.37, 46.78, 48.90 and 47.31 of (5-5) leadership style. The 
corresponding combined standard deviations areas 2.16, 2.99,2.05 
and 2.52 respectively. The obtained 't' value of such dilferences 6.96, 
5.59, 9.75 and 5.10 are high ly significant at .01 level of significance. 
It clearly shows tliat there is a difference in leadership style 9-1 and 5- 
5 in unfavourable climates. 

From the above tables in favourable climates in C 3 and 
Cg the mean of leadership style (9-1) are 41.85 and 40.15 and the 
means of (5-5) styles are 44.50 and 43.60. The calculated T values in 
these two cases are not significant at any level of significance. It 
shows the two leadership styles (9-1) and (5-5) have athe similar 
positions in C 3 and Cg climates. 







9-1 „ 5-5) in Different Organizational Climates. 


Orgauizatloisal Leadership 
Climates Styles 


Disiariiieny 

c, 


Leadership 
N style 
Means 



5-5 14 

"94 ¥ 

5-5 14 

_ _ 

5-5 14 


SD SE1> 


2.16 .95 


2.99 1.31 


3.10 1.36 


't'- 

Values 


Significance 

Level 
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nism 

C4 

Thurst 

Cs 







Organteitional Lcailersliip 
Climates Styles 


Analysis of Variance 


Climates 


Leadership 


N style 
Means 


OCQ df F-vaiucs Significance 

Means 


Distiarmony 


Hinclrancc 

C2 

Sippcirt and 

Satisfaction 

C3 


Authoritanai- 


ism 


Thurst 

Cc 


Democracy and 

Freedom 

C, 


Total 

Organkatioial 

Climate 


Acackniic 

Emphasis 

C7 


Discipline and 

Control 

Cs 


Lack of 
Facilities 

C9 
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Difference in (9-1) and (5-5) Leadership Styles in Different Qrg. Climates 
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But, in climates C5, Cg and C7 the mean differences are 
found high in between the (9-1) and (5-5) styles and the 
corresponding 'f values 5.10, 3.85 and 2.71 are significant at .05 and 
.01 level of significance. It also show that the differences exist in 
leadership style (9-1) and (5-5) in favourable climates. Ainsignificant 
difference in favourable climate is also obtained due to some errors. 

. The differences in (9-1) and (5-5) leadership styles with 
legard to different organizational climates were estimated accordingly 
m form of F- value. The F values 5.90, 7.29 and 5.60 are found 
significant at .01 level in case of Ci, C4 and C9 organizational climates, 
while the 3.49 is found significant at. 05 level in case of C-> 

In favourable climates C 3 and C 5 to Cg estimated F values 
are found as 2.69,3.20, 3.18, 2.99 and 2.89 respectively. These all are 
not signflcani at any level of significance. But it clearly indicates 
that favourable climates can make the ( 5 - 5 ) leadership style more 
effective in relation with task and people. 

In case of total organizational climate with (9-1) and (5-5) 
leadership styles obtained T value 8.52 is highly significant and the F - 
value 6.02 is found significant at .01 level. It shows unfavourable 
climates dominate in making the difference between (9-1) and (5,5) 
leadership styles. This difference can be reduced by providing the 
favourable conditions which may improve the (9-1) i.e. task oriented 
style. 

The difference of means can clearly be seen in figure 2. 

HYPOTHESIS -3 

Task Management (9-1) and Impoverished (1-1) styles- 




Table - 10 


Mffins, Standard Deviation. Standard Error and *t -values of Leadershi 
(9"I « I-l) ill Different Organizational climates. 
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t-vaiaes : In tables 10 and 10 a task oriented leadership style 
(9-1) have the high means in all the climates than that of ( 1 - 1 ) 
leadership style means i.e. impoverished management (low concern 
both task and people). In climates Ci, C2, C4 and C 9 (unfavourable) 
means for (9-1) leadership style are 37.75, 39.45, 40.12 and 39.21 are 
higher than the means of ( 1 - 1 ) leadership style 34 . 21 , 35 . 86 , 36.80 
and 35.45 respectively. The corresponding T values 3.18, 3.51, 4.74 
and 2.68 are significant at both the level of significance. It shows 
the differences in these leadership styles because the ( 9 - 1 ) style 
principals have shown more involvement ^academic activities. 

In favourable organizational climates the means of ( 9 - 1 ) 
style are higher from those of (1-1) style means. But, hll the 
differences are not significant at any level of significance. 

F-values : 

F -values were calculated among (9-1), (1-1) and 
organizational climates scores. In C2, C4 and C9 the F-vaiues are 4.82, 
5.66 and 4.28 significant at .05 level of significance and rest of F- 
values were found insignificant at any level of significance. In total 
organizational climate the F- value is also found not signficant. Which 
shows the organizational climate does. not affect the difference of ( 9 - 
1) and (1-1) leadership style. 

Impoverished leadership style (i-i) may be improved by 
reducing unfavourable climates and by promoting the favourable 
conditions. 

Leadership style differences of means in all the 
organizational climate can be seen in fig, 3. 
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HYPQTMESIS -4 

(iv) Task management (9-1) and Country Club Management (1-9) 
Styles. 

t-valaes : From tables -11 and 11a in case of favourable climates 
the leadership style (9-1) means are 37.75,39.45 40.12 and 39.12 and 
in leadership style (1-9) are 36.19, 37.92, 38.35 and 37.30. The 
difi'erences are found very low and insignificant at any level of 
significance. But the high means in task management indicate the 
domination of (9-1) leadership style over the (1-9) leadership style. 

In case of favourable organizational climates C3, C5, C6, 
C7 & Cg the leadership style (9-1) have high means than that of (1- 
9) leaderiship style means. So, the differences between them found 
also not significant at .05 and .01 level of signficance except C5 
climate. It indicates that principals can do their duties better if they 
have good facilities etc. 

F-values ; If the leadership styles (9-1) and (1-9) with 
organizational climates estimated in terms of F-values, it is observed 
some significant results in both the favourable and unfavourable 
climates, it exists only due to very low differences in between (9-1) 
and (1-9) leadership styles. In overall estimation 'f and F- value both 
were found not significant and hence, it is very difficult to draw some 
fiiiitfiil conclusions. 

Mean scores of leadership style of different 
organizational climates have also been shown in fig. 4. 

HYPOTHESIS - 5 

Country Club Management (1-9) and Team Management 


(9-9) styles 
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( ) rga niya tiona I Lea dc rsh i p 
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t-va!ues : 'I'he means obtained in unfavourable climates (tables 12 
and 12a) Ci, Cj, C4 and C9 were 36.19, 37.92, 38.35 and 37.30 for 
leadership style (1-9). But in (9-9) leadership style means were 5 1 .00, 
51.87, ^2,,lS5and 5t)X3 in Ci, C2, C4 and C9 climates. Due to high 
difference: ' ' me^ the T values were found 13.46, 9.05, 11.15 and 7.27 
significant .01 level. It indicate the persons of (9-9) leadership style 
do not deviate in unfavourable climates while as the persons of (1-9) 
leadership styles deviate much towards their goals and achievements in 
the institutions. 

The 't' values between the (1-9, 9-9) leadership styles 
4,^0) 3.(2, 3.S5 and 4-00 are found in favourable climates C3, C^, C7 and 
Cg. These T values are significant at .05 and .01 level of significance. 
In these climates means for (1-9) leadership style are better in 
comparsion to the means of unfavourable climates. Therefore, the 
better climates have favoured the undominate leadership styles. 

A significant 't' value is also obtained in favourable 
organizational climate C5 (Thurst). It shows the low scores on (1-9) 
leadership style, 

F-values : The F-values are found 7.29, 6.01, 6.73 and 4.68 
significant at .05 and .01 level of significance also justify the results 
obtained in case of 't* values. It also shows that unfavourable 
climates intract with undominate leadership style (1-9). 

Favourable climates show the results insignificant due to 
low differences in scores of (1-9) and (9-9) leadership styles. 

^ In total case the 't' - value (13.21) is found significant at 

both the level of significance while as F-value is also significant 
among the leadership styles (1-9) , (9-9) 2:amzational climate. 
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From the above results the leadership style (1-9) suffers 
with unfavourable organizational climates in the colleges. 

These differences of leadership styles in different 
organizational climates can also be seen in graphical representation in 
fig. 5. 

HYPOTHESIS - 6 

(vi) Counhy Club Management (1-9) and Middle of the Road 
Management (5-5) Styles ; 

t-values : Tables 13, 13a show the differences in leadership style 
means in terms oft' and F-values. Here (1-9) leadership style represents 
for little concern for task and intense concern for people, while as (5-5) 
represents moderately concerned with task and people. (1-9) Leadership 
style has shown low mean values in unfavourable organizational climates 
in comparision to (5-5) leadership style. The obtained 't'- values 6.70, 
4.68, 10.5 and 5.00 are significant at .01 level of significance. 

In favourable climates the (5-5) style acquire high means in 
comparision to (1-9) leadership style. All the differences in means are 
low and significant at .05 level of significance 

F-Valaes : Similar results are also found in F-values. The difference in 
( 1 - 9 ) (5-5) and org. climates means for C|, C2, C^and C9 are 

significant at .05 and .01 level of significance. But in case of favourable 
ciimtes the differences among the three are found not significant. It 
clearly indicates that (5-5) leadership style dominante over the (1-9) 
leadership style in both the conditions. 

The difference of means can clearly be seen in fig. 6. 
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Table -14 fa) 


F-values among Leadership Styles (1-9, 1-1) and Different Oreanizational 


Climates. 


OrganiKitional 

Leadership 


Leadership 


Climates 

Styles 

N 

style 

OCQ 




Means 

Means 

Disharmony 

1~9 

6 

36.19 

22 

c, 

1-1 

4 

34.21 


llinirancc 

1-9 

6 

37.92 

26 

Cl 

1-1 

4 

3-3.86 


Support and 
Satisfaction 

1-9 

6 

39.90 

31 

C3 

1-1 

4 

38.92 


Authoritarian-- 

ism 

1-9 

6 

38.35 

23 

C4 

1-1 

4 

36.80 


Thurst 

1-9 

6 

34.59 

33 

Cs 

1-1 

4 

34.39 


Democracy and 
Freedom 

1-9 

6 

43.88 

35 

c, 

1-1 

4 

41.20 


Academic 

1-9 

6 

36.62 


Emphasis 

C 7 

1-1 

4 

35.19 

17 

Discipline arid 
Control 

1-9 

6 

39.0 

20 

Cg 

1-1 
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38.66 


Lack of 

Facilities 

1-9 

6 

37.30 

18 

C9 

1-1 

4 

35.45 


Total 

1-9 

6 

37.50 


Organiraticmal 

Climate 

1-1 

4 

35.25 

136.25 
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HYPOTHESIS - 7 

(vii) Country club Management (1-9) and Inpoverished Management (1- 

1) Style - 

t-values . From the tables 14 and 14 a (1-9) leadership style means are 
higher than that of (1-1) leadership in all the cases. But the differences 
between both the leadership style are very low and not significant at any 
level of significance in favourable as well as unfavourable organizational 
climates. 

F. values F- values are obtained among the (1-9, 1-1) and organizational 
climates insignificant. It. clearly shows that these leadership styles have 
very low scores in comparision to others. The persons belong to (1-9) 
and (1-1) leadership style should improve himself in both the climates 
and make the efforts in positive direction which makes the future of the 
institutions. 

Leadership style differences of means in all the 
organizational climates can be seen in fig. 7 
HYPOTME7 ~7 -8 

(viii) Impoverished Management (1-1) and Team Management (9-9) 
Styles - 

t-vaiues : Tables 15 and ISa show the (9-9) leadership style has 
acquired larger mean values in both type of organizational climates. In 
unfavourable organizational climates Cl, C2, C4 and C9 means are 
51.00, 51.87, 52. S: and 50.69 have a difference with 34.21, 35.86, 
36.80 and 35.45 (hi) leadership style means. The 't' values are found 
8.1 1, 5.92, 7.00 f 5.43 significant at .01 level of significance. 
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Table -15 
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M 

9^9 
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51.0(1 
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C 1 

i ■: i 

1-1 i 

i 

18 
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4.91 
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5.92 

.01 

L 

1 

Siip|)ort iiiid i 
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C 

9-9 

i 

-f 

18 

38.92 
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3.10 

3.32 ' 

.01 
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C 

1-1 

9-9 

4 

18 

36.80 
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4.17 

2.29 

7.0 0 

.01 

i Thurst 

1 

i c. 

1-! 

1 ! 

4 

18 

34.39 

48.37 

3.99 

2.19 

6.38 

.01 

i Democracy and 
j Freedom 

! C, 

Academic 

Emphasis 

1 1-1 

<j..p 

4 

18 

41.20 

52.62 

5.96 

3.27 1 

3.49 

.01 

1-1 
i 9-9 

1 

i 

4 

18 

35.19 

45.66 

5.85 

3.21 

3.26 

.01 

C. 

Discipline and 
Control 

j !-l 

1 9-9 

I 

4 

18 

38.66 

48.36 

5.10 

1 

2.80 

3.46 

,01 

Lc 

Lack of- 
Fadiitles 

C 

! 

1-1 

9„9 

i 

“r 

18 

35.45 

50.69 

4.32 

2.37 

s 6.43 
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F-valiies among Leadership Styles (l-lS-9) and Different Ogranizational 

Climates 
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Difference in (1-1) and (9-9) Leadership Styles in Different Qrg. Climates 
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The differences between these two leadership styles also 
have significant results with 't' values 3.32, 6.38, 3.49, 3.26 & 3.46 in 
favourable organizational climates C3, C5, €5, C7 and Cg. respectively. 
F-values : After introducting the third variable organizational climate 
with (1-1) and (9-9) leadership styles F-values were calculated for all 
the difierences. The corresponding F-values with 't' values are also 
found significant in both the favourable as well as unfavourable 
climates except C3 and C7. 

These differences show that (9-9) leadership does not 
deviate with unfavourable organizational climates while as (1-1) 
leadership style effected more with these climates. Hence, the (9-9) 
leadership style person should involve himself with more task and 
related academic matter «ithe institutions. 

Difference of means between (1-1) and (9-9) styles 
have been shcvm in fig. 8. 

HYPOTHEP ^ " -9 

(ix) Impoverished Management (1-1) and Middle of the Road 
Management (5-5) styles -- 

t- values : In Cl, C2, C4 and C9 unfavourable climates (1-1) 

leadership style have mean values 34.21, 35.86, 36.8 and 35.45 

respectively. But (5-5) leadership style means are 44.37, 46.78, 48.90 
and 47.31 quite high to their counterparts. The 't' values also found 

significant at .01 level of significance of the above differences. (1-1) 

Leadership style have very low scores in such climates. This can be 


improved Lj providing good facilities and also reduced conflicts, 
uncordial relationsl^P etc. among the principals, teachers and students. 
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Table - 16 (a 


Analysis of Variance 


Climates 


Or<4anizat!0!iai 
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HI sin 
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43.60 


Discipline and 
Control 


2 

33 
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7.1 

[5 

.01 


33 





35.45 

21 

47.31 


35.25 

149.75 

44.00 












































Difference in (1-1) and (5-5) Leadership Styles in Different Qrg. Climates 






-155- 


The differences in favourable climates “""also found 
significant at .01 level of sigmficance due to large differences in (5-5) 
and (1-1) leadership styles scores. 

r-values : After introducing the organizational climates scores with 
(5-5) and (1-1) leadership styles scores, F- values were calculated and 
found highly significant at .01 level in case of unfavourable climates 
C1,C2, C4and C9. 

But in C3, C6, C7 and C8 the F-values have shown the 
favourable climates make the differences between (1-1) and (5-5) low 
and insignificant. Hence, the favourable climates uplift the (1-1) 
leadership style. A significant result has also obtained in case of C5 
favourable climate. It shows the person belongs to this class can not 
achieve their goal and make good behaviour to others. 

Witii total organizational climate F-value is found 
significant at .01 level of significance due to large differences between 
' (i-i) and (5-5) with unfavourable climates. 

Mean scores of leadersliip styles in different 
organizational climate have also been represented in fig. 9. 
HYPOTHESIS -ID 

(x) Middle of the Road Management (5-5) and Team Management 
(9-9) Styles - 

t-valsiies : From the above tabler-lp and 17(a) in favourable 

climates €3, Cg, C7 and Cg (9-9) leadership styles have the means 
49.24, 52.62, 45.66 and 48.36 respectively. The (5-5) leadership style 
means 44.50, ^9.32, 42.98 and 43.60 are low and the difference 
between them significant at .05 and .0 1 level of significance. 
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Table -17 


Means. Standard Deviation, Standard Error and 't^-va l ues of Leadership Styles 


5-5, 9-9) in Different Organizational Climates 
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But the F-values after introducting organizational climates 
were found not significant at any level. It is due to that favourable 
climates make the difTerences between (5-5) and (9-9) leadership style 
low or both ihe leadership style acquire more scores in favourable 
climates. 

In C3 and Cg the F-values were found significant at .05 and 
.01 level of significance and show the differences in both the 
leadership styles in favourable climates. 

In unfavourrable climates Cl, C2, C4 and C9 means for (5- 
5) leadership style 44.37, 46.78, 48.90 and 47.31 are less with the 
means of (9-9) leadership style (i.e. 51.00, 51.87, 52.85 and 50.69). 
The corresponding 'f values 6.02, 5.03, 4.07 and 4.22 are quite 
significant at .01 level of significance. It clearly shows that 
unfavourable climates dishaimony, artoritarianism, lack of facilities 
play an important role in these differences. 

F-vahies : Over ail the difference in between (5-5) and (9-9) 
leadership styles was significant at both the level of significance. 
Above analysis clearly indicates that the (5-5) leadership style 
improved as (9-9) leadership style by making some positive efforts 
towards the improvement in unfavourable climate. 

Leadersliip styles differences between (5-5) and (9-9) can also 
be seen in fig. ! 0. 

.Discussion ; t- test 

Differences of leadership styles - 
(9-9) leadership style with other styles - 
On the basis of above tables regarding the differences in 
leadership styles, it is found that (9-9) leadership style dominate to ( 5 - 



5), (9-1), (1-9) and (1-1) leadership styles and an order of domination 
has been shown in tills regard as - 

9-9 > (5-5) > (9-1) > (l-9)> (1-1) 

The principals belong to (9-9) style have more 
dominating power in comparision to others : 

(5-5) !cadersliisp s^-yle with other styles : 

(5-5) leadership style have shown more significant 
differences with (9-1), (1-9) and (1-1) styles. Therefore, (5-5) style 
also have domination with other styles like as - 

(5-5) > (9-1) > (1-9) > (l-l) 

(9-1) leadership style with other styles: 

(9-1) leadership has shown one significant differences in 
different org. climates with (1-9) leadership style while as (9-1) 
have six significant differences with (1-1) leadership style. Therefore, 
it has been found that (9-1) style have sometimes more dominance 
with (1-9) or sometimes have shown equality with (1-9) style. 


( 1 - 9 ) and (1-1) leadership styles do not have more 
significant differences in leadership style scores. But the mean scores 
of (1-9) style have been obtained slightly greater than that of (1-1) 
style mean scores. On the basis of above fact it can be said that (1-9) 
style dominate over the (1-1) style. Hence, it can represented as - 


Analysis of Variance : F~test 


Difference in leadership styles with regard to Organizational 
Climates - 
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show any remarkable change in regards to make the differences low 
and meaningful. 

(^~^) ~ (5-5) styles : F- values in total as well as in unfavourable 

climates are significant and shows (5-5) leadership style is better in 
comparision to ( 1 - 1 ) style. 

(5-^) - (9-9) styles : Both the styles have shown better performance 
in all the organizational climates. But, in unfavourable climates 
signficant F values indicate that (9-9) style dominant over the (5-5; 
style. 

The fmdings of the study that dominant leadership styles 
are closely related to favourable organizational climates. These llndings 
are well agreed with the findings of Mahashabde (1990, Chapter 2, 
ref. 72), Darji (1975, Chapter 2, ref. 19), Gupta (1978, Chapter 2, ref. 
32) and Peadersen (1981, Chapter 2, ref. 8) and Gibbson (1982, 
Chapter 2, ref. 115). In these findings effective leadership styles creat 
favourable climates, high teacher's morale and proper, satisfaction in 
teachers. The findings of Gupta (1987, Chapter 2, ref 34), Gupta 
(1988, Chapter 2, ref. 35) and Farinola (1971, Chapter 2, ref. 58) have 
many rcscmblcncc with the findings of present study regarding in open 
climates, principals have shown good administration. While as Sharma 
(1973, chapter 2, ref. 75) and Prutsmaii (1975, chapter 2, ref 46) do not 
agree with the findings of the study. 

Successful leadership styles have good decision making 
power, generate favourable climates, etc. of this study resemble with 
the studies of Gupta (1985, chapter 2, ref 33) Kalpandc (1990, 
chapter 2, ref. 63) and Vice (1976, chapter 2, ref 114), Mio (1976, 
chapter 2, ref. 106) and Taj (1992, chapter 2, ref. 112). 
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(9-9) - (9-1) styles - 

I he difterence in (9-9) and (9-1) styles is significant at 
.01 level of significance. Because the unfavourable dimensions do 
not show any favourable attitude towards the (9-1) leadership style. 
(9-1) - (5-5) styles : Ihe means of (5-5) style are higher than (9- 
1 ) st 3 de. Difference is significant in between both the leadership styles. 
Here the similar results arc found as in previous case. 

(9-1) “ (1-1) styles : Right F-values out of ten are found low an4 
insignificant at any level. Therefore, it can be concluded that 
favourable dimensions favour the (1-1) style and makes the 
dilTerences low and insignificant. 

(9-1) - (i-9) slides : The means of both the styles have shown 
very little differences. Which were found not significant at any level. 
It means here the fiivourabie dimensions favour both the leadership 
styles. 

(1-9) - (9-9) styles : (9-9) styles means are better in comparision to 

that (1-9) style and the F- values have been shown significar . 
di iTerences in total and in unfavourable dimensions. Hence, (9-®'^ style 
have much domination over the (1-9) style. 

(1-9) - (5-5) styles ; The similar results have been obtained as iso 
( i -9) - (9-9) styles with regard to organizational climates. 1 lore (5-5) 
style also shows better results in comparision to that of (1-9) style. 
(1-9) - (1-1) styles ; Both the leadership styles do not show any 
better performance regarding to each other. It is due to a!! F- values 
insignificant except one in case of C6. 

(1-1) - (9-9) styles : (9-9) Style has shown better performances both 

in favourable and unfavourable climates while as (1-1) style does not 








Pisliarmoaw Cl (Fig. 15) : Tlie obtained leadership styles has 
compared with the standard positions of leadership style in Managerial 
Grid' Fig. 14. (9-9) l..cadership style has the highest positions while 
as other styles show inclimation towards the task management except 
(5-5) style. 

HaKciraace Ci (Fig. -16) ; Most of the leadership styles show the 
inclination towards the people oriented axis while as (9-9) style does 
not affected with any hindrance and got the highest position on the 


In favourable climate all 
have the inclination towards task and people. But the (9-9) and (5-5) 
styles get good positions as compared with the other styles cn 
standard graph (fig. 14). 

8 ) : Less dominated styles are found 
(5-5) and (9-9) style have in better 


fTs. 


e oriented while as 


positions regarding both 


g this dimension 


Democracy and Freedom, C6 


Less domii'uited styles 


nd more dominated stvles have more 


,s ill previous case discipline and control C8 (rig.-22) : 
adership styles are showing similar trends as in C 7 except 
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Table- 18 


Means, Standard De viation, Standard Error and 't'-values of Teacher’s 
Alienation in Different Leadership Styles 


Lfadersliip 

Styles 


TAS 

Mean.s S!> SFJ) 


79 . 2 ! 
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Lack of Facilities C9 (Fig. - 23) : Less dominated styles have 

shown the people oriented trend while as (9-9) style shows itself task ' 

and people oriented both. 

Total Organizational Climate fFig.-24) : The graph in fig. 24 ’ 

shows the leadership styles and organizational climate have a direct 
relationship because both the variables lie on the straight line in the j 

figure. So that leadership styles and organizational climates are ; 

related to each other very closely. Team management work (9,9) I 

influences the task and people both, while as (5-5) moderately concern 
with task and people have also emphasised on academic work, provide 
facilities to teachers for reducing their alienation and increases the 
morale values also. 

HYPOTHESIS - 11 
SUB HYPOTHESIS - 1 

2. Differences in Teacher's Alienation in Different Leadership 
Styles - t- values : 

1. Teacher's Alienation in (9-9) and (1-1) Leadership Styles - 

In table - 18 the means of alienation in (9-9) an (1-1) 
lea4ership styles were found 57.00 and 86.87, respectively. The Y 
value 6.63 was significant at .01 level of significance. Tlie exists 
difference in alienation may be due to both the leadership styles highly 
concern with task and people. 

Teacher’s Alienation in (9-1) and (5-5) Leadership Styles ; 

The mean scores are 86.87 and 79.21, respectively for 
the teachers belong to (9-1) and (5-5) leadership styles. This 
difference is found not significant a* both the level showing by the Y 
value 1.44. Here (9-1) leadership style represents for task oriented 
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(.33) between both the group is not significant at any level. ' 

(v) Teacher* Alienation in (1-9) and (9-9) Leadership Styles : 

The mean value for teacher's alienation in (1-9) 
leadership style (85.00) is higher than that of alienation mean in (9- 
9) style (57.00). The obtained difference is highly significant at .01 
level of significarxe. High mean of teachers alienation in (1-9) style 
indicates that the principals belong to this class pay more attention on 
secondary things and not the academic activities. Therefore, the teachers 
feel more alienation imeas/ ness in the respective institutions. 

(vi) Teacher's Alienation in (1-9) and (5-5) Leadership Styles : 

With (1-9) leadership style teacher's alienation 85.00 is 
found more than that o| (5-5) style 79.21. The difference is not 
significant at any level. Put more alienation mean indicates the 
teachers do not adjust theimplves with (1-9) leadership style persons. 


Table 18 shows that the mean 86.87 of teacher alienation 
in (9-1) leadership style is greater than the mean of 72.5 in (1-1) 
leadership style. The difference of means is high and significant at .05 
level. Here the (1-1) leadership style is poor in comparision to (9-1) 
leadership style. Therefore, the teachers feel more alienation in (9-1) 
style in form of negative attitude towards teacher, indifference and 


while the (5-5) style represents moderately concern with task and 
people both. 

hi- Teacher*s Alienation in (9-1) and (1-1) Leadership Styles : 
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(vii) Teacher’s Alienatioii in (1-9) and (1-1) Leadership Styles : 


Teachers alienation means 85.00 in (1-9) style is obtained 
high with alienation mean 72.50 for (1-1) style. The difference in 
alienation means was found significant ('t' -value 2.92) at .05 level 

of significance. 

(viii) Teacher’s Alienation in (1-1) and (9-9) Leadership Styles ; 


The teachers have high mean scores 72.50 of alienation 
in (1-1) style and have low meansQoresin (9-9) style. The difference, 



in teachers alienation. It indicates the scores were found similar in 
both the cases. Hence, the conclusion could not be drawn fi'om this 
difference. 


(x) Teacher’s Alienation in (5-5) and (9-9) Leadership Styles : 

The teachers belong to (5-5) leadership style have 
more alienation (mean value - 79.21) than in (9-9) style (57.00). 
Teachers alienation difference is also found signficant at .01 level. It 
clearly shows those institution have good principals and management 
than their teachers feel no any type of alienation. 

Discussion 



SUB HYPOTHESIS - 2 


3- D 


iffe 
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On the basis of above (table — 18 ) regarding teacher's 
alienation, it is found that five differences were significant out of ten and 
Vest of them were found not significant at any level. The results obtained 
significant in (9-9) - (9-1), (1-9)- (9-9), ( 1 - 1 ) -(9-9) and (5-5) pairs (9- 
9) It indicates that teachers feel less alienation in (9-9) leadership style. 
Two differences (9-1) (1-1) and (1-9) ( 1 - 1 ) also showed the significant 
results regarding alienation except (1-1) style teachers also have less 
alienation with other styles. 

It has also seen that in dominant leadership style, teacher's 
alienation decreases with most dominant to less dominant styles like as 
dominance order of styles (9-9) > ( 5-5) > (9-1) > (1-9) > (1-1) 

alienation 57.00 < 79.21 < 86.87 < 85.00 < 72.50. 

But the order has been disturbed in (1-1) leadership style 
with teachers alienation. 

The findings of the study alienation increases with poor 
administration has also been shown by Amita (1980, Chapter 2, ref.3) 
and Joshi (1984, chapter 2, ref.. 87). But the findi^s of the Rathore 
(1983, Chapter 2, ref. 38) are not agreed with the findings of the present 
study. 

In fig. 11 teachers alicTiAtion means were plotted against 
leadership styles The persons belong to (1-9) and (9-1) styles 

feel more alienation itt , comparison to other styles. While as the persons 





(i) Teacner s Morale in (9-9t and (9-l> Leadership Styles - 

The mean values are 258.88 and 218.12, respectively for 
teacher's morale in (9-9) and (9-1) leadership styles, t-values (3.86) is 
also found significant at .01 level. In (9-9) leadership style the teachers 
morale was highdue to effectiveness of college leaders i.e. principals and 
administrators. 

(ii) Teachers' Morale in (9-1) and (5-5) Leadership Style 

Above table 19 shows the means values 218.12 and 238.57 
for teacher's morale in (9-1) and (5-5) leadership styles. The 
corresponding 't'-value 1 .68 of this difference is found not significant at 
any level 

(iii) Teacher's Morale m (9-1) and (1-1) Leadership Styles 

The mean values of teachers morale scores 218-12 is high 
from those of 176.25 in (1-1) leadership style. The 't' value 1.50 is also 
not significant. Due to this no fruitful conclusion can be drawn from this 
difference. 

(iv) Teacher's Morale in (9-1) and (1-9) Leadership Styles— 

In leadership styles (1-9) teachers morale mean score 
223.33 is also greater than that of mean (218.12) of teachers morale in 
(9-1) style. The corrresponding 't'-value is not significant at any level 

(v) Teacher's Morale in (9-9) and (1-9) Leadership Stylcs- 

The difference in teachers morale means in (9-9) and (1-9) 
leadership styles is large and significant at .01 level Here in (1-9) 
leadership style, teachers morale should be raise in positive directions by 
helpful attitude praise and trust them. The Principals belong to (9-9) 
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leadership style have such qualities and follow them in their institutions 
effectively. 

(vi) Teacher*s Morale in (1-9) and (5-5) leadership styles - 

From the table 19 the mean 238.57 for teacher's morale is 
high in comparision to 223.33 morale means in (1-9) style. But the above 
difference is insignificant ('t'- value- P34). 

(vii) Teacher’s Morale in (1-9) and (1-1) leadership styles - 

The teacher's morale values in both the groups are found low and 
not significant. It is only due to teacher’s morale suffer more in . : 
(1-9) and (1-1) leadersiiip styles. Here no attention pays regarding to 
uplift the morale values in teachers by the concern outthorities in the 
colleges. 

(viii) Teacher’s Morale in (1-1) and (9-9) leadership styles - 

It has also been found previously that teachers gain low 
morale scores in (1-1) leadership style in comparision to scores of (9-9) 
styles. In this case the difference is high and significant at .01 level. It 
shows (1-1) leadership and also teachers belong to this class need change 
regarding the morale values. 

(ix) Teaclier’s Morale in (1-1) and (5-5) leadership styles — 

The teacher’s morale mean values in these leadershiip styles 
have shown a significant difference and shows a high teacher's moral in 
(5-5) style in comparision to (1-1) style . 

(x) Te I'hcr’s Morale in (5-51 and (9-9) leadership styles- 

Teacher’s morale scores are high in (9-9) leadership than 
that of (5-5) styles scores. The difference oetween tKewis quite higli and 
significant at both the level of significar e. It is shown in table- 19. 
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Table-19 

Means, Standard Deviation, Standard Error and ’t’-values of Teacher’s 
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A graphical rcprcseatahon (Fig. 12) bclwcca leadership style 
means and teacher's morale has shown the teacher's morale rise with 
increasing tlie leadership. Hence in (9-9) style teachers have higlies' 
morale values and low in (1,1), (1,9) and (9,1) styles. 

Discussion : 

“ ■” ^ : : I 

From the analysis of the above table - 19, it is clear tha the 

; 

diffeerences of teacher's morale in (9-9) (9-1), (1-9) (9-9), ('1-1), (9-9), ? 

i 

(l-l)(5-5) and (9-9)(5-5) leadership styles have been found significant ; 

at .01 level of significance. Teachers have shown good morale scores in 

more effective leaderships. But consequently in the less effective 

leaderships teachers have low morale scores. So, it is necessary to 

promote the teacher's morale in less effective leaderships by the helpful 

attitude, praise and tmst and reduced to pessimistic, selfishness and 

pettiness behaviour. 

A overall picture of teacher's morale in different 
leadership styles has shown as according to this order. Here is 
increase in teacher's morale with decrease of dominance in leadership 
styles morale scores 176. 25> 218.12 > 22J.33>238-57> 258.88 

leadership styles (1-1) < (9-1) < (1-9) <(5-5) <(9-9). 

The findings of tlie study are found just sunilar to as the 
findings of Henderson (1976, chapter 2, ref 68) and also with Bhella 
(1975, Chapter 2, ref 109). 

SUB HYPOTHESIS -3 : 

4. Differences in Institutional Effectiveness in Different 
Leadership Styles : 


t-values : 



Styles 


From table 20 Institutional effectiveness mean score are 
150.66 and 113.75 in (9-9) and (9-1) leadership styles. The difference 
is signficant between the means signficant at .01 level showing by 
the 'f - value (5.66). Here the institutes of 9-9 style are found more 
effective than the 9-1 style. 


Styles 


fional Effectiveness in (9-1) and (S-5) LcadcrsiKp 


The mean value for institutional effectiveness 127.85 in 


leadership style (5-5) is higher than that of the mean 113.75 in (9-1) 
leadership style. The 't' value (4.09) of this difference is found 



The mean values 113.75 and 95.00 of institutional 
effectiveness of both the styles have a significant difference at .05 
level of significance. It shows that the institutions belong to (9-1) 
style performance is better than the (1-1) style institutions. 

(iv) ImstitationaS Effectiveness in (9-1) and (1-9) Leadership 


The institutions belong to above leadership styles do not 
have any significant results of institutional effectiveness. It means they 
show similar type of administration in their institutions. 
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(v) Institutional Effectiveness in (1-9) and (9-9) Leadership 

Styles : 

Institutional Effectiveness mean in (9-9) style 150.66 and 
117.66 in (i-9) leadership style have a large difference in scores- The 
't' value 4.51 is significant at .01 level of significance. It is only due to 
higher scores of institutional effectiveness in (9-9) style. 

(vi) |ffi stitutional Effectiveness in (1-9) and (5-5) Leadership 
Styles 

The mean values of institutional effectiveness 117.66 and 
127.85 in above leadership styles have shown a difference in mean 
scores which is significant at .01 level. Institutions belong to (5-5) 
style also showed better results in previous differences in comparision 
to others less dominant style institutions. 

(vii) Institutional Effectiveness in (1-9) and (1-1) Leadership 
Styles : 

The Y value 3.02 is found significant of the difference of 
institutional effectiveness scores. It also shows that the institutions 
belong to (1-9) style more effective than (1-1) style institutions. 

(viii) Institutional Effectiveness in (l-l'l and (9-9) Leadership 
Styles : 

It has been found in previous differences of institutional 
effectiveness, institution belong to (9-9) style showed better results 
in all respects due to their better administrators, while as (1-1) style 
institutions appear as poor in this regard. 


(ix) Institutional Effectiveness in (1-1) and (5-5) Leadersliip Styles : 

The sinylar results have also been obtained as in (1-1) 
and (9-9) style reg ^^ f|tng institutional effectiveness. 







Table -20 


Significance 


Leadership 


t'-valucs 1 Level 









Institutional Effectiveness in (5-5) and (9-9) Leadershi; 


Styles ; 

The institutions belong to these classes have high 
effectiveness. The difference in effectiveness is significant at .05 and 
.01 level of significance. The (9-9) and (5-5) styles institution come 
under the 'team management' (i.e. maximum concern for task and 
people) and 'middle of the road management ' (i.e. moderately concern 
with task and people). The principals of (9-9) style show themselves 
highly active and make their institutions more effective in all respect. 
The (5-5) style principals choose the mid way for improving their 
institutions with encouraging the teachers and fulfil their needs time to 


On the basis of table - 20 and analysis, it has been 
established in tills regard that the institutions belong to dominant 
style (9-9) and (5-5) were found more effective in comparision to 
others styles. Here an increasing order in Institutional effectiveness is 
shown with most dominant to less dominant leadership style. 
Leadership 1-1) < (1-9) < (9-1) < (5-5) < (9-9) 


Institutional 95.00 > 117.66 > lii./o ^ 

Effectiveness 

Here is one effectiveness score disturb the inc 
institutional effectiveness with increasing order of lea 
Present findings are do not agree with the j 
results by Danterine (1980, Chapter 2, ref. 9). But the 


Table -21 


Correlation between Organizational Climates 
and Teacher’s Alienation. 


S.No. 


1 . 


A 


Correlations between ... 
Organizational Climates and Teacher's 

Alienation 


Dishamnony — Teacher's Alienation 
Cl 


Hindrance - Teacher's Alienation 
C2 


Correlation 


'r' 


+ .51 


Support and - Teacher's 
Satisfaction Alienation 
C3 


Authoritarianism - Teacher's Alienation 
C4 


Thurst 

C5 


Teacher's Alienation 


Democracy and - Teacher's Alienation 
Freedom 

C6 


+ .54 


.45 


+. 49 


-.47 


.52 


Significance 


.01 


.01 


.01 


.01 


.01 


.01 


Academic — Teacher's Alienation 

Emphasis 

-.54 

.01 

Discipline And — Teacher's Alienation 
Control 

-.50 

.01 

Cg 

Lack of Facilities — Teacher s Alienation 

+ .39 

.01 

C9 

Total Organizational - Teacher's 

Climate Alienation 

+ .43 

.01 
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weli in agree with the findings of Howard (1980, Chapter 2, ref. 91) 
and also with the Wongnianguisam (1981, Chapter 2, ref. 86). 

In Fig. 1 3 a graph was plotted between leadership style means 
Vs. institutional effectiveness. From the graph (9,9) and then (5,5) 
styles have got the highest position in regards to institutional 
effectiveness. It means the (9-9) styles principals generate the 
favourable org. climates and also make the institutions effective and 


unique. 

5. CORRELATIONS BETWEEN THE DIFFERENT VARIABLES 


HYPOTHESIS -12 


Correlation between Different Dimensions of Organizationa.1 
Climate with Teacher's Alienation : 


Table 21 shows the correlation between the dimension 
disharmony with teacher's alienation and which is found positive (.51) 
and significant at .01 level of significance. But, this relationship shows 
that the conflicts between principal — teachers and teachers -- 
students make the unhealthy enviomment in the colleges. It indicates 
that the teacher's alienation would be increase and the teaching- 
teaming suffers up to much extent, 
ii. Hiadrance with Teacher's Alienation : 

A positive correlation (+.54) has been found between 
teachers alienation with the second dimension of organizational climate 
hlnderance. A positive correlationship between these two variables 
shows the obstackles in the way of teaching learning process 
affects the process in negative direction. Due to tliis number of 
problems have faced by the institutions i.e. students discipline. 



poor results and conflicts between the teachers and principal and also 
parents - teachers relations. AlLsudi;: factocsr,. mn^ /be tlia ccu^' ; of 
increase of teacher alienation in the institutions. 

iii. Support and Satisfaction with Teacher’s Alienation ; 

A negative correlations value (-.45) has been obtaine:’ 
between the teacher's alienation and dimension support and 
satisfaction. Here the negative correlation indicates that teacher 
alienation can be reduced if teachers are satisfied with students, staff 
members and principal of the institution. 

iv. Thurst and Teacher’s Alienation : 

The positive corelationship (*".47) is also found significant at 
.01 level of significance. If the teachers failed in achieving the goals 
like as good behaviour with others, satisfaction of students in all 
respects, involvement in other college activities etc, tlien they will feel 
more alienation in the institutions. It means less alienation favours the 
teaching- learning process in positive directions. 

V. Authoritarianism with Teacher's Alienation : 

A positive (+,49) and significant relationship has been 
found between Teacher's alienation and authoritarianism. Authoritarian 
attitude of management, principals and other authorities creats a 
problems in teachers and other staff of the colleges. Here the positive 
relationship indicates a increaseness of alienation behaviour in 
teachers due to such type autlioritarian behaviours by the college 
authorities. Changes in authorititarian behaviour gets tlie desirable 
change in teachers' alienation. 

vi. Democracy and Freedom with Teacher's Alienation : 
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Correlation between democracy and teacliers' alienation 
is found (-.52), which is significant at .01 level. In those institutions 
principal, teachers and students followed democratic pattern in all 
functioning then the teachers will feel less alienation. Mostly the 
principals and administrators have interference in teacher's activities, 
so, far teachers became inactive towards the teaching- learning and 
die process suffer up to much extent. Teacher's alienation can be 
reduced by following democratic pattern in functioning of the 
colleges. 

vii. Academic Emppliasis with Teachers Alienation ; 

A significant correlation (-.54) with negative sign lias 
been obtained between academic emphasis and teacher's alienation. If 
the teachers involve and take actively participation in academic 
activities then they feel less alienation and do their job with great 
satisfaction. 

viii. Discipline and Control witli Teacher’s Alienation : 

Teacher's alienation and discipline have a (-.50) negative 
correlation, which is found significant at both the level. If the principals 
control on teachers, students and otliers is quite well tlien no 
disciplinary problems will arise in the colleges and then they will 
prove tliemselves as a successful leaders of the institutions. The 
teachers behaviour should be well in ail respects towards the 
students and other staff members. Such type institutions have 
recognized as effective institutions and their teachers are engaged in 
teaching-learning process. 

ix. Lack of Facilities with Teacher*s Alienation : 



Both the variables lack of facilities and teacher's 
alienation have positive correlation (+.39). It indicates that 
needs are needed but are made not available to students and teach ’ "s 
by the college authorities. The needs like as to sanction the leave, 
fiuther studies may be the cause of teacher's alienation. It caii be 
reduced by paying the proven attention to the teachers. 

X. Total Organizational Climate with Teacher's Alienation ; 


A low (+.43) correlation is found 
organizational climate with teacher's alienation, s 

positive correlation shows that the organizational climate d 
the teacher’s alienation. 


Discussion 


A positive correlation +.43 ha'^e been 
organizational climate with teacher's alienation. Similar, positive and 
significant results have also been shown in unfavourable climates C i , 
C2, C4 and C9 with teacher's alienation except in one climate C3. In 
case of favourable climates C3, C5, C6, C7 and C8 show a negative 
correlations (-.45, -.47, -.52, -.54 and -.50) respectively with teacher's 
alienation. Unfavourable climates do not helpful to reduce teac' ^r's 
alienation, while as favourable climates have such qualities to reduce 
teacher’s alienation. So, far the principals and teachers should fa’-'our 
and promote the favourable climates in their institutions. 

The findings reported here well in agreement with the 
findings of Allen (1971, chapter 2, ref. 18) and also with Forsyth 
(1978, chapter 2, ref. 101). 

HYPOTHESIS -13 ; 


iU 
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Tablc-22 


Correlation between Organiiational Climates 
and Teacher's Morale. 


S.No. 

( 

Correlation between < 

Organizatioisal Climates and Teacher's 

Morale 

Correlation j 5 
'r' 1 

>ignific£r ' | 

Level. 

1. 

Disharmony - Teacher's Morale 

Cl 

-.63 

.01 

2. 

Hindrance - Teacher's Morale 

Cj 

-.52 

.01 

3. 

Support and - Teacher's 
satisfaction Morale 

C3 

+ .51 

.01 

4. 

Authoritarianism - Teacher's Morale 

C4 

-.45 

.01 

5. 

Thurst - Teaciier's Morale 

Cs ! 

-.47 ^ 

.01 

6 . 

Democracy and - Teacher's Morale 
Freedom 

Cf, 

+ .50 

.01 

7. 

Academic - Teacher's Morale 

Emphasis 

Cl 

+ ,48 

.01 

8. 

Discipline And — Teacher's Morale 
Control 

Cg 

+ .58 

.01 

9. 

Lack of Facilities - Teacher's Morale 

C 9 

1 

to 

.01 

10. 

Total Organizational - 3 eacher's 
Climate Morale 

-.21 

- 







Correlation between Different Dimensions of Organizational Climate 
with Teacher's Morale : 


PIsharmony with Teacher’s Morale 


From the table -22 negative correlation (-.63) was 
found between Teachers morale and the dimension disharmony. It was 
also significant at .01 level of significance. It indicates that when the 
teachers have behavioural problems like as conflicts, uncordial 
relationships with other staff members which develops a pessir'istic 
behaviour, therefore, their morale decreased and creates a problem m 
teaching -learning. 

ii. Hindrance with Teachei^ Morale : 

In this relationship a (-.52) correlation has been T;ixn4 
significant at .01 level. It shows that if the principals and authorities 
have shown favourable attitude towards some teachers then it '.v:!! 
create the problem of morale in other staff members. 

iii. Support and Satisfaction with Teacher’s Morale i 

A significant and positive correlationship (+.51) is 
found between the variables dimension C3 and teacher's mom.le. 
Helping attitude, healthy criticism and support of them really 
iiicrerase the teacher’s morale in positive direction which makes f-- 
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V. Thurst with Teacher^s Morale : 

The dimension thurst of the organizational climate hrs 
shown a negative correlationshlp (-.47) with teacher's morale. 
main emphasis of the authorities p^to achieve the goal, fulfil the 
and objective in the institutions. But, the teachers do not fulfil MmsQ 
conditions in positive directions due to no. of abstacles in the v'ay ©f 
teachingJeaming process. 

vi. Deaiocracy and Freedom with Teacher*s Morale ; 

A positive (+.50) correlation between the derrocracf 
and freedom with teacher's morale shows that democracy an| 
freedom favours the teacher's morale and encourage them. But i+ 
should be in right directions and constructive in nature. 

vii. Academic Empliasis with Teacher's Morale ; 

Teacher's Morale and academic emphasis have a +.^'^ 
correlation which shows that teachers and principals should be 
active towards academic activities in the institutions. If the teachers 
are active in such programme like as developing scientific aui'ude 
and competitive nature in their students. It will defimteiy be 
fruitful in promoting- their morale. 

viii. . Dlscipliiie and Control with Teacher’s Morale ; 

A positive (+.58) and significant correlation is f- v 'd 
between discipline and teacher's morale. If the teachers have h ' ,b 
morale character therefore, their students will also be wrO 
disciplined in the institutions . No. of institutions have their goad 
recognition due to their teachers and students. . 

ix. T ack of Facilities with Teacher’s Morale : 



-199- 



Both the variables have shown a (-.42) correlationship. 

It can be reduced by providing the good facilities to the teachers. If 
the principals have helping attitude and fiilfil their needs time to 
time then the teachers will also response in desirable directions. 

X, Total Organizational Climate with Teacher’s Morale : 

Low and (-.21) negative correlation value is found 
between organizational climate and teacher's morale, positive 
relationship may be exist if the favourable climates dominate over 
the unfabourable climates. 

Discussion ; 

Favourable climates C 3 , Cg, and Cg have shown 
positive relationship with teacher's morale except thrust C 5 | while 
as the unfavourable climates have negative correlations with teacher's 
morakl^ negative (-. 21 ) correlation is found between total 
organizational climate and teacher's morale. It indicates that teacher's 
morale can be increased in favourable climates. 

The positive findings of the study are in agreement 
with the findings of Kongting (1980, Chapter 2, ref. 110), Mehta 
(1977, chpater 2, ref 73) and Fronklin (1975, chapter 2, ref 29). 
While as the negative aspects of Teacher's morale vs. 
oreanizational climate agreed with the studies ofLynam (1980, 


Correlation between Different Dimensions of Organizational Climates 
with Institutional Effectiveness : 

i. Dlsliarr?oay with Institutional Effectiveness . 





Table -23 


Correlation between Organizational Climates 


and Institutional Eflectivcness. 


Correlation between Organizational Correlation SignifEcance 


Climates and Institutional Effectiveness 'r’ 

^ 

Disharmony - Institutional Eficctivcncss 

Cl - .26 

Hindrance - Institutional Effectiveness 

C 2 -.32 

Support and - Institutional 
Satisfaction - Effectiveness 

C 3 +-56 


Authoritarianism - Institutional 
C 4 Effectiveness 


Thurst - Institutional Effectiveness 


Level 



Democracy and - Institutional 
Freedom Effectiveness 

C6 

Academic - Institutional 

Emphasis — Effectiveness 

C7 

Discipline And -Institutional 
Control Effectiveness 


I Lack of Facilities - Institutional 

Cg Effectiveness - -47 

10 Total Organizational - Institutional 

Climate Effectiveness + .48 


1 


I 
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Tabie 23 shows the correlation between the first 
dimension disharmony of organizational climate with institutional 
effectiveness of the colleges. It is found -.26 and not significant at 
any level of significance. A negative correlationship shows that 
principals^ teachers and students all arc suffering with problems. 
The conflicts between principal vs management creates the problems 
related to progress of the colleges, while as teachers Vs principal 
affects the teaching- learning process. Conflicts and uncordial 
relations among principals, teachers and students direclty hit the 
institutional effectiveness. 

(ii) Hindrance witli Institutional Effectiveness ; 

A low and negative relationship between hindrance and 
institutional effectiveness shows the obstacles in the way of 
teaching learning process may be the cause of hinderance which 


affects the institutional effectiveness. 


(iii) Support and Satisfaction with Institutional Effectiveness : 

The correlation between support and satisfaction with 
institutional effectiveness has been found positive (+.56) and 
significant at both the level of significance. This positive relationship 
indicates that if the students are well satisfied with their teachers, 
college environment and other facilites like as good librar}^ 
laboratories and playgropind of the institutions . Hence, the such 
colleges will be recognized as good institutions of the city, 
iv. Authoritarianism with Institutional Effectiveness : 

Authoritarianism and institutional effectiveness have shown 
a (-.34) correlation which is significant at .05 level of significance. It 
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shows that principals and teachers of such behaviour do not . ke 
their institution effective. 

(v) Tliaarst with Institutional Effectiveness : 

A positive (+.50) correlation which is significant at .01 
level of significance has been found between thurst and institutional 
effectiveness. Positive correlationslup shows the principals and 
teachers have got success to achieve good results, discipline and 
behaviour of students. Therefore, it makes the institutions effective 




fireedom with institutional effectiveness is found significant at .01 
level. It shows that the teachers and other staff members do well their 
duties ^democratic atmosphere . Students also prove themselves as 
good as if they have freedom and democracy for their expressions. 

vii. Academic Emphasis with Institutional Effectiveness ; 

A relationship between these variables is positive and 
significant. Academic activities and related programme should be iield 
in institutions periodically for the students make the institution also 
efficient and effective. 

viii. Discipline and Control with Institutional Effectiyeness : 

Positive correlationship (+.58) shows that the good 
discipline of the institutions have direct relationship with institutional 
effectiveness. If the principals have good control and disci|>iine 
among the teachers , students and other staff members which make 
the institution effective and u'uque towards the teaching -learning. 



■ 

P 
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■ 
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ix. Lack of Facilities with Institutional Effectiveness : 

Negative value of correlation (-.47) between institutional 
effectiveness and lack of facilities have shown^ if the facilities that arc 
needed to the teachers but they are made not available in the 
institution. Therefore, k<ibxir<y\c!XMnot expressed himself as good as the 
administration likes it also makes the institution less effective. 

X. Total Organizational Climate with Institutional Effectiveness 

A +.48 correlation is obtained between organizational 
climate with institutional effectiveness. Which shows that the 
organizational climate have positive relationship with institutional 
effectiveness . In this case favourable climates dominate over the 
unfavourable climates also. 

Discussion : 

Unfavourable climates Ci, C2, C4 and C9 have negative 
correlation with institutional effectiveness -.26, -.32, -.34 and -.47 
respectively. But, the favourable climates have shown positive iiigh 
correlations (+.56, +.50, +.53, +.49 and +.5S) with institutional 
effectiveness. If the institutions run in favourable conditions then they 
will prove itself effective and efficient. 

Tire finding of the present study is that the favourable 
climates make the institution more effective. These findings are in 
agreement with the already reported results by R.D. Howard (1980, 
Chapter 2, ref. 91) i.e. leadership behaviour of principals is related to 
organizational effectiveness and students achievement. 
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NOTE : In the tables : 

L.S. denote for Leadership Style 
OCQ denote for Organizational Climate 
TAS denote for Teacher's Alienation 
TM denote for Teacher's Morale 
lES denote for Institutional Effectiveness. 



CHAPTER -V 

FINDING AND SUGGESTIONS 



Every scientific and systematic study yields some 0;. - , 
which are some lines quite need useful and tlirow ligjit in > ; 

involvement in the previous investigations. The analysis of data of preser 
work leads to certain findings and conclusions which are reported in 'h 
Chapter. The study was planned and carried out to test tlie te:rtat:\ 
hypotheses and objectives formulated. Each of the hypotheses 
objectives were evaluated in the light of the study. The education 
implications of this investigation, suggestions for further research wor 
including few limitations are given at the end of this chapter. 

1. Testing of the Hypotheses : 


Hypothesis - 1 


ITie first working hypothesis is treat "there is no sigr 
difference between (9-9) and (9-1) styles with regard to organ izf . 
climates of the colleges, "and the objective was "to identify the diffe? 
in leadership styles of principals of intermediate colleges." On analy 
results the hypothesis has been tested as : 

Tlie differences between (9-9) and (9-1) leadership style- 
significant at .01 level showing by the t-values 9.1.5, 3.64, * 

4.29, 4.40, 4.63, 8.56 and 13.99 in C, to Cy and in total organiznt 

climate. 

F-vaiues are significant in 6.67, 5.12, 5.34, 4.29 in unfavou 
c, Co and Co. But in favourable climates none o 
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difference is significant. The last difference with total organizational was 
found significant at .01 level of significance. 

In this way the first hypothesis has partially been rejected 
regarding the differences in (9-9), (9-1) leadership styles in' iinfavourable 
climates, and pitially accepted in (9-9) (9-1) styles with favourable 
climates. Hence, this hypothesis partially accepted, and the corresponding 
objective has teen achieved. 

Hvnotliesis - 2 

The second working hypothesis is states that "there is no 
significant difference between the (9-1) and (5-5) styles with regard tc 
organizational climates of the colleges." Tlic related objective is to 

identify whether the leadership styles of principals have significant 

/ 

differences on the basis of organizational climates of the colleges. 

In different climates, the T-values of (9-1) and (5-5) differences 
are 6.96, 5.59, 9.75, 5.10, 3.85, 2.71, , 7.27 and 8.52 significant at .01 

level, while tlie two were not significant in diflerent oiganizatioua 
climates. 

F-values 5.90, 3.49, 7.29 and 5.60 were found significant at .01 
level among (9-1), (5-5) and unfavourable climates (disharmony, 
hindrance, authoritarianism and lack of facilities). Miile the favourabie 
climates do not have any significant difference with (9-1) and (5-5) 
leadership styles. 

On the basis of the results obtained after analysis this hypothesis 
could partially be rejected as the significant differences arc fliuiid in 
unfavourable climates. In case of favourable climates no significant 
difference is found regarding this aspect. So, tlte hypothesis is partially 
accepted though the objective of the study has teen achieved. 
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Hypothesis - 3 

Tlie tliird hypothesis of the study is that "there is no significant 
difference between (9-1) and (1-1) styles with regard to organizational 
climates of the colleges," and the relevant objective was "to identify the 
difference in leadership styles of the principals". 

For achieving this objective 'f -values were estimated of the 
difference (9-1) and (1-1) leadership styles. Significant t-values were 
3.18, 3.51, 4.74 and 2.68 at .05 and .01 level of significane in Ci, C2, C 4 
and C9 climates respectively. 

But, the F-values 4.22, 2.56, 3.56, 4.04, 3.02, 2.89, 4.12 and 
4.20 are not significant both in favourable and unfavourable climates. 
Here favourable climates are helpful in making the differences lov/ and 
insignificant. Thus, the hypothesis has been accepted and the related 
objective has been achieved. 

Hypothesis - 4 

The fourth hypotliesis of the study states that "there is no 
significant difference between (9-1) and (1-9) styles with regard to 
organizational climates of colleges," and the related objective "to find out 
whether the leadership styles have difference in different organizational 
climates." 

Tlie 't’-values 2.40, 1.66, 1.820, 2.10, 1.28, 1.45, 1.47, 2,11 and 
1 .69 are not significant except one in C5. 

The F-values 2.89, 1.90, 1.95, 2.22, 3.25, 1.79, 1.85, 1.87, 2.23 
and 3.87 were also found not significant at any level. Here the principals 
of both styles acquire similar scores on leadership styles scale. Hence, the 
above hypothesis has been accepted, and the objective, thus achieved. 


lyi 
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The fifth working hypothesis is that "there is no significant 
difference between the (1-9) and (9-9) styles with regard to organizational 
climates of th colleges" with the corresponding objective was "to identify 
the difference in leadership styles of principals of intermediate colleges in 
different organizational climates." 

The (9-9) styles principals have acquird highest scores on 
leadership style scale in comparision to that of all other leadership styles 
principals. It is shown by the obtained 't'-values of the differences as 
13.46, 9.05, 4.30, 11.15, 6.56, 3.12, 3.55, 4.00, 7.27 and 13.71, which were 
found significant at .01 level. , 

F- values 7.29, 6.01, 6.73 and 4.68 were significant at .05 and 
.01 level in regards with unfavourable climates. But, the F-values in 
favourable climates (Support and satisfaction. Democracy and freedom. 
Academic Emphasis and Discipline and Control) 3.24, 3.06, 3.36 and 3.00 
were not found significant. It means favourable climates favour the 
principals of (1-9) leadership styles. A significant difference is also found 
in favourable climate (authoritarianism). 

On the above analysis the fifth hypothesis has been partialy 
rejected in case of unfavourable climates and partially accepted in case of 
favourable climates and the corresponding objective thus, achieved. 
Hypothesis -6 

The sixth hypothesis is that "there is no significant difference 
between (1-9) and (5-5) styles with regard to organizational climates of the 
colleges." Tlie related objective is to identify where the leadership styles 
of principal have shown significant differences on the basis o< 
organizational climates of the colleges. 




were 
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Tiie above hypothesis has been tested as the 't'-valucs 
significant in all the differences. Tliis shows the principals of (5-5) style 
have more competencies in comparision to (1-9) styles principals. 

F-valucs in most ol the cases regarding organizatiosial climates 
are found significant except three in favourable climates. Tlius, the above 
hypothesis lias teen rejected and the related objective achieved. 

Hypothesis -7 

The seventh hypothesis of the study is that there is no significant 
difference between tlie (1-9) and (1-1) styles with regard to organizational 
climates of tlie colleges," and the relevant related objecive" to identify the 
differences in leadership styles of principals of colleges". 

(1-9) and (I-l) leadership styles have no remarkable dhTerences 
regarding the activities of the principals. 

Similar, results were also found in F-values. Only one result in 
Cg is significant at .05 level and rest of the F-values were not significant. 

Thus, the above hypothesis has been accepted and the 
corresponding objective achieved. 

Hypotliesis-8 

Tlie eighth hypothesis of the study states that "there is nc 
significant difference between the (1-1) and (9-9) styles with regard tv 
organizational climates of the colleges," with the corresponding objective 
was "to identify the difference in leadership styles of principals in 
Intermediate colleges." 

'Fhe 't'-valucs of the differences in (1-1) and (9-9) icadcrsliip 
styles are 8.11, 5.92, 3.22, 7.00 6.38, 3.49, 3.26, 3.46, 6.43 and 12.T, 
significant at .01 level. (9-9) Styles principals have achieved higher 
leadership style score than (1-1) style principals. 
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The F-values were also significant at .01 level in all differences 
with regards to organizational climates. On the basis of above analysis (9- 
9) styles pnncipals have more domination in favourable as well as 
unfavourable climates. Thus, the hypothesis has been rejected and the 
related objective has been achieved. 

Hvpotliesis-9 

Tlie ninth hypothesis of the study is that" there is no significant 
difference between the (1-1) and (5-5) leadership styles with regard to 
organizational climates," and the related objective" to identify the 
difference in leadership styles of principals in intermediate colleges." 

The F-values 7.12, 5.33, 7.15 5.34 are highly significant in cas.^ 
of unfavourable climates C, and C4. Favourable climates do not sliow any 
difference due to favourable attitude towards (1-1) style. 

Therefore, the above hypothesis is partially rejected in case of 
unfavourable styles while as partially is accepted in favourable climates 
and thus, tlie corresponding objective has been achieved. 

Hypotliesis -1 0 


The tenth hypothesis of the present study states that "tliere is na 
significant difference between the (5-5) and (9-9) leadership Styles v.ilH 
regard to organizational climates of tlie colleges". Tlie related objective is 
to identify the leadership styles of the principals of inteniiediate colleges. 

Both the styles (9-9) and (5-5) have more score on measuring 
the leadership style in coniparision to others styles. (9-9) and (5-5) s.3'Ics 
have shown the significant differences regarding this aspect. 

Tlie F-values were found significant in case of unfavouraD’e 
cliinates (Ci, C2, C3 and C4). But, in C3 and F-values 4.13 and 4.93 ? e 
also significant at .05 and .01 level. It indicates that favourable climates 
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(support and satisfaction, discipline and control) do not favour tiie ( 5 - 5 ) 
style like as (9-9) style. 

Hence, the above hypothesis has been partially rejected and 
partially accepted in case of favourable climates though the objeclAC of 
the study has been achieved. 

Hypothesis- II 
Sut>-Hvpiliesls 1 1 (a) 

The sub hypotheis 1 1 (a) of the study is "there is no significant 
difference in teacher’s allienation in different leadership styles, with 
related objective "to find out the teacher’s allienation in dilTcrcnt kdersfrip 
styles." 

In (9-9) (9-1), (9-1) (1-1), (1-9) (9-9), (1-9) (1-1), (1-1) (9-9) and 
(5-5) (9-9) teacher's alienation score have shown significant differences 
and the 't'-values (6.63, 2.75, 5.74, 2.92, 2.64) were found sigiiificar.: at .05 
and .01 level. In rest of the pairs teacher's alienation score do not have 
any significant differences. It indicates that low alienation score w^ere 
obtained in dominated leadership styles, i.e. (9-9), (5-5) and (9-1 ). 

Thus, the aforesaid hypothesis has been rejected and the related 
objective achieved. 

Sub-Hypothesis 1 1 (b) 

The working sub hypothesis 1 1 (b) of the present study states 
that "there is no significant difference in tcac! cr's morale in (ilffereir. 
leadership styles." Tlie related objective is to find out whether die leati r r's 
morale have differences in dificrent leadership styles. 

The 't'-values 3.81, 3.62, 5.71, 3.81 and 3.26 of tcach.ci's morr lc 
were found significant in leadership styles (9-9) (9-1 ), ( 1 -9) (9-9) 9 i ) f' 
9), (1-1) (5-5) and (5-5) (9-9) respectively while the other pairs d ' not 
show any remarkable changes. It clearly shows that the less dc.ni.. fe' 


styles, have acquired low morale scores in ( 1 - 1 , 1-9 and ( 9 - 1 ) leadership 
styles. 

In this way this hypothesis has partially been rejected in case of 
(9-9) (9-1), (1-9) (9-9), ( 1 - 1 ) (9-9) ( 1 - 1 ) (5-5) and ( 5 - 5 ) (9-9), and partially 
accepted in case of teacher’s morale in ( 9 - 1 ) ( 5 - 5 ), ( 9 - 1 ) ( 1 - 1 ), ( 9 - 1 ) (1-9), 
(1 -9) (5-5) and (1 -9) (1 - 1 ) styles. 

Sub Hypoffeesis -1 1 (c) 


les," with 


Tlie sub hypothesis 11(c) states that "there is no significant 
difference in institutional elfectiveness in different leadership styles," with 
the corresponding objective is" to find out the institutional effect ivenes ' 
different leadership styles." 

The 't'-values 5.66, 4.09, 2,79, 4.51, 3.02, 3.91, 5.99, 6.66 and 
4.58 are found significant at both the level except the difference between 
(9-1) (1-9) styles. It indicates that (9-9), (5-5) (9-1) styles institutions have 
high morale scores than (1-9) and (1-1) styles institutions. 

Thus, the above hypotliesis has been rejected and tlic corresponding 
objective achieved. 

Hypotliesisn -12 

Tlie tweltli working hypothesis is treat "there is no signitlcant 
relationship between organizational climates of colleges and te^icIle^'s 


ana le^icr.e^s 


alienations," and the objective was "to find out the relationship 


uei,ween 


organizational climates and teacher's alienation." 

The favourable climates supoit and satisfaction, democracy and 
freedom, academic emphasis have negative correlations -.45, -.52, t 
and -.50 respectively and simultaneously unfavourable climates Cj,C 2 , 
and C 9 have shov/n positive correlationship with teacher's alienation. But, 
one correlaticn nas also been found positive between thmst and teaclicr's 


alienation. Overall the total organizational climate 


:iave positive 
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correlationsliip with alienation. This positive correlationship clearly shows 
that favourable conditions do not affect the teacher's alienation up to iiiuch 
extent. 

On the basis of above analysis the hypothesis has parially been 
accepted in case of favourable climates and in case of uii favourable 
climates it has been partially rejected. Tlie related objective has thus been 
achieved. 

Hypothesis - '• 3 

Tlie thirteenth hypothesis is that "there is no significant 
relationship between the organizational climates of colleges and teacher's 
morale, "witli the corresponding objective "to find out the relationsfiip 
between organizational climates and teacher's morale". 

The correlationship between teacher's morale with unfavourable 
climates (dishamiony, hindrance, aathoritarianism and lack of facilities) 
are found negative (- .63, - .52, - .45 and -.42) and significant. A 
significant (- .42) correlation is also obtaind between lliurst) and teacfier's 
morale. But rest of the correation with unfavourable climates has been 

A 

found positive and significant. A negative and insignificant relationship 
with total organizational climate has shown the favourable climates favciir 
the teacher's morale in the colleges. 

Hence, the above hypothesis accepted and thus, the objective 
has been achieved. 

Mypofecsis -14 

The fomleenth hypotheis states that "there is no siguiricanl 
relationship between organizational climates of colleges and diexr 
institutional effectivness. "The related objective was "to find out 
relationship between organizational climates and institutionat 




effectiveness". 


I 
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In unfavourable climates in C,, C,, and C, (- .26. 






and .47) negative correlations have shown the institutional cfTective: 


;eness 


decreases with rising the problems like as discipline, conflicts 


A i ii. V.* 


uncordial relations among principals, teachers and students, while as :he 
favourable climates showed positive relationship with insliuilionai 
eflecliveness in the colleges. It means the favourable climafcs n’av r •. 
imporant role regarding this aspect. 

On the basis of this analysis the above hypotfiesis iias 'eer, 
rejected and the related objective achieved. 

2. FINDINGS : 

Tlie analysis and interpretation of data of tlie present idv' 
piovided in the proceeding chapter help us to arrive at certain 
generaiisanon and conclusins. The main findings of the present stiidv vroy 
be enumervated as under. 


1 . 


(9-9), 'Team management leadership style have shown (lie 
differences with (5-5) , (9-1), (1-9) and (i-l) styles in most o.''the 
cases. 

(5-5) Middle of road management or moderately, concerned 
task and people also show the differences with (9-1), (1-9) ar.d ["-I 
leadership styles . 


3. 


4. 


(9-1) Task management or veiy high concerned for task dov 
show significant difference with (1-9) people oriented leach 
style. 

(9-1) Task Management 'also show dificrcnccs witli (5-:) 
Which is low concerned w'ith both task and people. 

(1-9) 'Country club management does not show signiflcr.iit 
with (1-1) leadership style. 




! iC V 
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3. (1-’) Impoverished management' low concemd bolli task and pecr/’e 

have much differences with (9-9), (5-5) and (9-1) except (1-9) style. 

7. (9-9) leadership style show significant differences with other 
leadership styles (5-5), (9-1), (1-9) and (1-1) in unfavourable, 
climates dishormony, hindrance, authoritarianism and lack of 
facilities. 

8. (9-9) leadership style does not show significant differences with other 
styles in favourable climates (support and satisfaction, thursf 
democracy and freedom, academic emphasis and discipline a:4 
cr’ttrol). It is due to that favourable climates also favour the less 
domated leadership styles. 

9. (5-5) Style moderately oriented with task and people have en 
shown differences with less dominated (9-1), (1-9) and (1-1) styles 
in unfavourable climates. 

10. There are no significant diffe.wuces between (5-5), (9-1), (5-5)- 
(1-9) and (5-5) - (1-1) leadership styles in favourable climates. 

11. In favourable and unfavourable organizational climates (9-1) has no 
significant differences with (1-9) and (1-1) styles. 

12. (1-9) and (1-1) leadership styles do not have any differences in 
both the type of organizational climates. 

13. (9-9) and (5-5) leadership styles have more domination over the 
other styles. 

14. (9-1) task oriented style also show dominating nature over the (1- 
9) and (1-1) styles. 

15. (1-9) people oriented and (I-l) less concern with task andp pk 
have obtained the similar positions in the order of domination. 

16. An cffdiei of ckminatiem of kackrskip sSyks have oeen fovo cL ic 
different organizational climates as under : 


p pie 


im- 
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(9-9) > (5-5) > (9-1) > (1-9) > (1-1) 

17. Teachers have more alienation in task oriented (9-1) and (1-3) 
people oriented leadership styles. 

1 8. Teachers were found effctive and engaged in their duties ir most 
dominated (9-9) and (5-5) type leadership institutions. 

19. Teachers alienation decreases with rise of domination of principal 
leadership style. 

Leau^ .ship styles 9-9 > 5-5 > 9-1 > 1-9 > 1-1 

Teacher's alienation 57.00 < 79.21 < 86.86 < 85.00 < 72.50 

20. Regarding teacher's morale (9-9) and (5-5) style teachers hoive 
been found with high morale in coinparision to other styles . 

21. 'Teacher's belong to (1-1) style have very low morale values. 

22. Teacher's morale is decreased from more dominated leadership style 
to less dominated leadership style. 

Domination order 

1-1 < 9-1 < 1-9 < 5-5 <9-9 

Teacher's Morale 

176.25 > 218.12 > 223.33 > 238.00 > 258.88 

23. Institution are found most effective where tlie leadership styles have 
domination in all respect. 

24. It is also found that the eflectiveness of the institutions increas«s with 
less dominating leadership style institutions to more dom'nating 
leadership style institutions. 

leadership styles 1-1 < 1-9 <9-1 < 5-5 < 9-9 

Institutional 95.00 > 117.66 > 1 13.75 > 127.85 < 15C.66 
Effectiveness 


III m-- 




H 
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25. Most effective institution (Govt, and Pvt.) with dominating leadership 

(9-9, 5-5 and 9-1) are situated in Urban areas (Districts of Jhansi 
region). 

26. Ixss effective institutions were situated in rural areas of the districts 
.lhansi, Jalun and Lalitpur. 

27. Teacher's alienation was found positive in unfavourable org. climates. 

28. Teacher's feel less alienation in favourable conditions mostly in 
effective and dominating leadership . 

29. Teachers get loss in their morale in unfavourable conditions and less 
dominating leadership. 

30. Favourable climates imfluence the teacher's morale in positive 
directions. 

Institutional effectiveness directly influenced by dominating 
leadership as well as the favourable climates if provided to them. 
SUGGESTIONS : 


31 


3. 


Wliile the study was in progress various points emerged out 
where it was felt by the researcher tliat independent studies in different 
areas to achieve different purposes could be meaningfully conducted. It 
was however not possible for this single researcher to understand all sports 
of studies, but if these new directions of research are pointed out, some one 
also may p’''k up some of these and carry out research on them. For this 
pmpose these are tlie suggestions in tliis direction as below 
1 . Since, Predictions fo leadership style of principals is possible by 
knowing the principal's attitutc towards this profession, leadership 
style (specially on administrative grounds) questionnaire of this 
researcher can be work as an important tool in tlie selection of a 
principal and also for promotion. 
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Administrative effectiveness of a principal can, also, be improved as 
suggested below:- 

Re fresher courses should be arranged time to time for principals. 
Individual guidance programmes, short term inservice programnies 
and orientation courses should be arranged for the principals belong 
to less dominating styles i.e. (9-1 ), (1 -9) and (1 -1 ). 

A proper knowledge of financial matters should be given to them. 
Transfer of principals from one administrative types of set up to 
another also improve their administrative effectiveness. 

Tliere should be less interference of the managements in the college 
administration. Due to this they can prove themselve as gobd decision 
makers. 

Tlie organizational climate of each school or college should be 
identified and also this process should be repeated at definite 


mterva's. 


so that if there is any change in the climate, it may 


detected soon. 

It is necessary to provide tlie favourable organizational climates to 
teacher's j students etc. which make the institution effective in the 
sense of teaching-learning. 

Teacher's alienation can be reduced by providing the helping attitude, 
favourable conditions to the teachers. 

Teacher's morale is a dominating factor in rising the institutions. It 
may increase only due to their praise of work, duties etc. in academic 
field, which make the institution effective. 

:ducational implications : 

Tlie findings of the present study regarding leadership styles and 
organizational climates have shown much differences in botli the type 
of climates. The (9-9) and (5-5) leadership styles principals ^better to 


i' ' - 
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Other styls principals in unfavourable organizational climates. So far 
in concern fiirther progress, they should be more concious regardin^^ 
college tasks such as teaching, academic works, freedom and 
necessary facilities to the staff members. 

Ilie other styles principal do not show resemblance like as the (9-9) 
and (5-5) leadership styles principals in unfavourable cliintes. The 
eflbrts should be made in the direction to generate lavourable climtcs 
for the progress of the institutions. For this purpose they should be 
informed to attend some training programmes, refresher courses etc. 
Tlie leadership style of the principal and the organizational climate of 
the college are linked together is, thus, important and has far reaching 
implications from the point of view of college administration and 
management of college teaching-learning. It is important from the 
point of view of maintaining discipline and control, cordial 
relationships among principals, teachers and students. 




In graphical representations principals of the (9-1) and (1-9) styles 
have the least distances from (5-5) style principals in differeol 
organizational climates. It can be reduced up to some extent by 
making some positive efforts in the directions of providing favoiirab 
climates to them. 

leadership style of the principals effects the phenomenon of teacher's 
alienation. It was revealed that the higliest level of teacher's 
alienation was found in tliose institutions where the principass 
considered the task alone and some teachers as important and made 
no consideration for all the teachers. This emphasises tnat if life 
principals desires to achieve good results he must attach eqiWiI 
importance to the welfare of the teachers also. From the point of 


»- • — -i 


v'-jw C; cuEiilativc improvement of teaching, it is important tiiat the 

diCif JGO Widll SSCfinOS Stui foJi! dcvOiia2. 7;lC7' 
SiiOv.m oc oevoted to teaching-learning and render needed services to 
the students. For good achievement it is needed to remove the 
feelings of alienation from them. In this context it is important to 
adopt a more desirable and dominating leadership style because the 
teachers feel less alienation in most effective and dominating 
leadership styles. Tlie present finding, tlius, is important and lias 
more implications in the field of educational administration and 
management. 

Principars leadership style and college teacher's morale were closely 
related to each other. It was further revealed that high teacher's 
morale was linked with (9,9) style (team management) which 
emphasises on task and stalF members of the institutions. This 
finding has great importance in college functioning. Teacher's morale 
is a great contributory factor of qualitative improvement of teaching- 
learning process in colleges and high teacher's morale can bw 
achieved if the principals have (9-9) and (5-5) leadership styls. Wif; 
the help of this information principals may change their leadership 
behaviours in positive directions, and thus, it may be possible to mak“ 
college more effective. 

How to make educational institutions more effective is one of the 
objective of the educational administrators. For achieving this 
objective, it is essential for them to know the factors and conditions 
that contribute to institutional effectiveness. Principals leadership 
style is also said to be one of such factors. The statistical test (t-test) 
in sub-hypotliesis 11-C revealed that the principal's leadership style 
and institutional effectiveness were significantly related to each otlier. 








Ilic (9,9) and (5,5) styles emerged to be the most important in this 
context. Principals should have to adopt (9,9) style and then (5,5) 
style for making the institutions more etfective and unique, 
information should be brougjit to the notice of the principals throng?, 
short-temi inservice programmes and individual guidance 
programmes. Orientations courses may be organized for inservice 
principals to inform them of this fact. 

Teaching eificiency has affected by teacher's alienation and have 
adverse effect on teaching learning process. Statistical treatrn.ent i;. 
hypothesis- 12 revealed that organizational climates and tcaclier's 
alienation have a significant correlationship. It was further reveal?'^ 
that in unfavourable climates teachers feel more alienation. Highly 
effective principals or principal of (9-9) and (5-5) leadership slyics 
can generate favourable climates to reduce alienation up to some 
extent. This aspect, therefore, should form a definite and spccil-v 
component of the training programme organized for principals to 
achieve qualitative improvement in college education. 

From the hypothesis- 13 teacher's morale was significantly correlated 
with organizational climate of the colleges. Favourable climates 
really favour the teacher's morale up to much extent, while as the 
unfavourable shows low morale in teachers. High morale of ^ne 
teachers inOuences the teaching-learning process, acadcir". 
programmes and smooth functioning of the college, for aciiicvir/i’ 
the above purpose principals can generates favourable climates anc( 
conditions for teachers in the colleges. Through fonnal or Morrml 
training and guidance programms they should be made aware or i (s 

fact. 
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On testing the Iiypothesis-14, institutional enbctivencss is also highly 
correlated with orgaizational climates of the colleges. It revealed that 
favourable climates were associated with high degree of institutionai 
effectiveness. Institutions may be effective on providing the healthy 
environment and favourable climates to their staff members by tire 
administation and management. It is very important for principals to 
prove uieir institution effective and unique in academic activities. 
The principals must know what factors contribute to institutior.cjl 
efiectiveness, so that he may be in position to provide them. 
LIMITATION 


1. Due to paucity of time, the study was restricted to teachers and 
principals of intermediate colleges, and those too, of Jhansi Region 
(Distt. Jhansi, Lalitpur, Jal^) only. It could have been more usefu’ 
and interesting if the sample could be taken on inter-state basis and 
intercultural basis. 

2. file number of teachers and principals was too small for fairly stable 
correlation to be obtained in between the different variables. A study 
with much bigger sample of dependable magnitude, comprising of 
sufficient number of teachers and principals according to sex, locaticn 
and faculty-wise, would have added to the credibility of the findings 
and implications of this study. 

3. Obviously, the study suffered from all the limitations which its tools 
might have been suffering from. 

SUGGESTIONS FOR, FURTHER RESEARCH WORK : 


in this research work only fourteen hypothesis were considereef 
mainly regarding principals's leadership styles and its impact in different 
organizational climate with other variable on each other in Jhansi region. 
But, the sample and area were too small to lead any dependaCvC 
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conclusions. Hence, a study comprising of a much bigger sample and are? 

should be under taken. A few topics related to this study for further 

research woric have been suggested below : 

1. The results obtained of the study can not generalized for other 
principals and colleges up U.P or the states of India. In order to 
increase the generalizability of the findings, it is advisable that it 
should be repeated at different places with large sample in different 
states, if the results have consistency in scores, the findings may be 
considered to be highly valid. 

2. The present study is confined to Intermediate colleges and their 
principals. So, it may be of interest to conduct the study at other level 
of education i.e. primary, secondary, higher and other professional 
levels. 

3. A comparative study may also be made among the primaiy^, 
secondary and degree levels. It may be more interested in case of 
male and female principals. Hence, the study of female principals 
and colleges along with teacher's morale and organizational climate 

4. It is also suggested that the present study should be conducted with 
altered designs also. It may be conducted as highly controlM 
experimental research in which certain most important variables may 
be controlled and the effect of leadership styles on other variables' 
may be predicted, such prediction in studies may have their ov/^ 
sign! fiance in the context of the theory of institutional effectiveness. 

5. It is, Quite reasonable to thinks that teachers alienations, teache s 
morale and org. climate have saturations of some common factors. 
Hence, tliis finding may help in building up a more scientific view lo 
impreving the theory of institutional effectiveness. For tliis purpese 
in faefer apalytic studies institutional effectiveness as the dtj^ejiver)'- 
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vaiiable and other variables as independent variables. 


may a iso ne 


conducted to identify the common factors and their leadings 
contributions to institutional effectiveness. 

6. A study of the perceived effect of the teacher's evaluations on the 
performance of the principals in different organizational climate 

7. A comparative study of how the students perceived the administrative 
leadership of the principals at different levels of education (primary, 
secondary and higher levels). 

8. in tlie present study piSncipal's leadership styles and institutional 
effectiveness are studied in the context of teacher’s alienation, 
teacher's morale and organizational climate of the Intennediate 
colleges. There are several other variables which may be considered 
relevant in this context. Variables like role performance of teachers, 
job satisfaction, personality factors, teacher's values, attitutdes,, 
adjustment, etc., may also be studied in this context. 

9. The study may be repeated with more accurate and valid 
experiemental designs under more regorously controlled conditions. 

1 0. A comparative study of organizational climate and leadership style of 
the principals in different types of schools on the basis of 
administration i.e. Govt., semi govt., private, missionaiy schools and 
public schools. 

In short, it is stated that the present study suggest man) 

variations of its own which may constitute concerns of the future 

researches in the field. 






BiBLlOGRAPHV 


ENCLQPAEDIA 


Buch, M.B., (Editor), 'Survey of Research in Education,' CASE, 
MSU, Baroda, 1972. 

Buch, M.B., (Editor); 'Second Survey of Research in Educaticr.' 
Society of Educational Research and Development, Baroda, 1979. 

Buch, M.B., (Editor) 'Third Survey of Research in Education, New 
Delhi; 1987. 

Buch, M.B., (Editor), 'f ourtli Survey of Research in Education, 
'New Delhi, 1991. 

'Fifth Survey of Educational Research "Vol. I, NCERT, Sri 
Aurobindo Marg, New Delhi 110016, 1997. 

Ebel, R.L., Enclopaedia of Educational Research, The MacMillan 
Co, N.Y., 1970. 

Harris, C.W., 'Enclopaedia of Educational Research, 'Th- 
MacMillan Co., N.Y., 1970. 

Munrc, W.S., 'Enclopaedia of Educational Research' (Ed.) The 
MacMillan Co., N.Y., 1950. 

Mitzel, FI.E., (Editor) 'Enclopaedia of Educational Research \ 
Edition, The Free Press, A Division of MacMillan Publishing Co., 
Inc., New-York, 1982. 


Airan, J.W., College Administrations : A Proposal Bombay, As 


Publishing House 


-226- 


Argyris . Chris, P e^onali ty^nd OrRanizations : The conflict between the 

system and the Indiv idu^New York Harper and Row Publishers, 
1957. 

Applebeny; James Jas Brace, "TTie Relationship between organizational 
Climate and Pupil Control Ideology of Elementary Schools", 
Dissertation Abstract International fA) 71 -R 1971 . 

Allen, David Lome, The Relation of Organizational Climate to Teacher 
Education and Pupil Alienation, "Dissertation Abstract 
International - A 1971, (31)^ 7 _ 8 , 

Allied, C.D., The Relationship between Teacher Morale and Tf'C 
Principals’ Administrative Style, Dissert.. Abst. Int. A, 41 (9-17) 
1981. 

Best, John, W., Research in Education (3rd ed.) New Delhi, Prentice I m. , 
of India Private Limited, 1 977. 

Bhatnagar; Amita, A_ ^dy of Teachers Alienation in Relation to 
Principals Administrative Styles, Administrative Effectiveness and 
Some Other Organizational Characteristic of Schools at 10 + 2 
Level. Unpublished Ph.D. Thesis in Education, Meenit, University, 
Meerut, 1980. 

Bhatnagar; R.P., Experimental Designs in Behavioural Sciences, Rajhans 
Prakashan, Meerut, 1 989. 

Buch; P.M. and Raj; K. " Organizational Climate of Secondary Schools of 
Raiasthan and Guirat : A Comparative Study" in Moti I^i Sharma 
(ed) Diagnosing the School Personality CASE, M.S. University 
Baroda, 1973. 

Breiner, John, M. "Cause for Discharge", Person. J1 6:348 171-172. 1927. 



-227- 


Baiden, James Neil, "A Study of the Relationship Between Teacher' 
Principal and Student Attitudes and Organizational Climate , 
Dissert ation Abstracts International , 1 ;8^ Peb. 1971. 

Bernstein; Walter B., "Relationship Among Graduate Students' Value 
Orientations, Personality Needs and Perceptions of Organizatioi'af 
Climate in New York State Universitites and Colleges offerir 
Graduate Programmes in Educational Administration. Dissertation 
Abst, Int. (A\ 36:4 Oct. 1975. 

Baird, L...#*iard L., Medical Schools Differ in Important Wavs. " Findings, 
ETS, Princeton, 3:4 1976. 

Brown ; K.R., " The Leadership Role of the Elementary Schoc! 

Supervisor as Perceived by Elementary Teachers and Supervisor i^ 
Selected School System of Mortheast Leuisiana." Dissert. Abst. int. 
A 36 (3-4), 1975. 

Blazavsky; Richards; "School Bureaucracy and Teacher's Alienation:, 
Dis.:::rt. Abst. Int.-A 1978 (38J 8. 

Bell; R.M., "Comparision of perceptions of Ideal and Real Leaders 
Behaviour and Teacher Morale of Secondary Teachers Workii g" 
with Female and Male Principals, " Dissertation Abstra ct 
Intemational-A. 41 (5-6) 1980. 

Bhalla; S.K.; "An Investigatoin of the Relationship Betweer^ 
Administrator Leadership Style and Teacher Morale, " Dissserf. , 
Abst. Int. - A36 (1-2), 1975. 

Brewer; F. G.' "An Secondary School Principals Leadership Behaviotsr 
and the Atmosphere of the School as perceived by Teachers 
Principals and Superintendent Dissert. Abst. Int. -A, 41 (1-2) 1980. 

Crates; Ronald; Francis, "A Study of the Relationship Between th*^ 
Principals Belief Systems & the Organizational Climate of the 


Brewer; F. G. 


Crates; Ronald; 









- 228 " 


Elementary Schools in the Rockfrod Catholic Diocesan Schcol 
System." Dissertation Abstract International (A) 86(4), Oct, 1973 

Daiji, D.R., "A study of Leadership behaviour and its correlates in ihe 
Secondary School of Panchmahals District, Ph.D, Edu., M.S.U., 
1975. 

Flynn; F.S.C., "Effective Leadership Styles for Catholic High Schcdls 
Under the ITireat of Closing." Dissert. Abst. Int A 36 (5-6) 1975. 

Forsyth; Rutgers, "isolation and Alienation in Educational OrganizaticTis 
" Dissert. Abst. Int. A. 1 978 (37). 

Griffiths; Daniel, E. "Towards a Theory of Administration" Chapter I in 
Campbell and Gregy (eds.) Administrative Behaviour in Eductfi on 
New York: Harper and Bros., 1957. 

Gupta, "''".K., "Determinants of Administrative Success of Intermediate 
College, Principals as related to Organizational Climate." Minor 
Project Supported by U.G.C. in 1987, and Final report-uas 
submitted in 1988. 

Gupta, :C. and others, "A Study of Administration Success as Related to 
Risk Taking Behaviour and Experience of Intermediate and hi^K 
School Principals of Moradabad District, The progress of Educatioy^ 
Vol. LIX,No. 9, April 1985. 

Guy; RenjaMaede "llie Relationship Between Crgamzationas Cir.r.gte 
Leadership and Progress", Dissertation Abstract , 

30 ; 9, March, 1970. 

Gibb; J.R. and Gibb L.M., "Leader Less Groups "Growth Centeicd Va^t.^es 
and Potentials," Otto H.A. and Mann (Eds.) i. Ways oi L-ro\ ca 
A pproaches to Expanding Awareness, Grossman N.Y ., i9oo. 

Gress; D.H., "Participatory Leadership; Leadership Characteristics r? 
Principals and their Relationship to Pcrccivea eurm.e.r/ 








m 


.3 • 




-229- 


Participation in ,l,c Decision Making Process, 'Dissen. Ah s, mt A 

35 (1 1-12), 1975. “ ~ 

Garrette; H.E. and Woodworth; R.S., "Statistics in P.ycholo^n; 

Education, Vakils, Feffer and Simons Ltd., Bombay, 1 979. 

Gaiy; V7illiam, "Rele ConOict Among Community Chair Person and it: 

Relationship to Satisfaction and Effectiveness," Dissert. Abst. Int. 
A, 36 (9-10), 1976. ~ 

Gnagulwo-r: Thawin, "Leadership Styles Matmty Levels and Jcfe 

Satis bn in Elementaiy Schools", Dissert Abst Tnt A dJ ( 3 . 4 ), 

1981. 

Gibbons; T.J., "A study of the Relationships Between Selec'ec| 
Organ- bional Environment Characteristics and the Leademliip 
Beha''’'?ur of Elementaiy Principals: Dissert. Abst Int. A, 43 n - 2 ), 

1982. 


Galloway; J.L., "A Study of Relationhips Between Leader Behaviour of 
Misscippi Public School Principals and Teachers Morale, Dissert. 
Abst. Int.-A, 36 (3-4), 1975. 

lialpin, A.W. The Le adership Behaviour of School Superintendents." 

Columbus, Ohio College of Education, Ohio State University, 1956. 
Hall, J.P., "Explorations Among Perceptions of the Leadership 
Orientations of Secondary School Principals and the Organizational 
Climates of the Schools they Administer" Dissertation Abstracts 
International t'A'I 31 !7. Jan. 1971. 

Huddleston; T.J., "The Relationship Between Organizational Climate, 
Leadership Behaviour and Reciprocal Communication is Selected 
Hissouri El. Schools." "Dissert. Abst. Int. A 36(5), 1975. 

Harlen; F.J., "Pupil Services Administrator Leadership Style and 
Subordinate Job Satisfaction. " Dissert Abst. Int. -A 41 (9-10), 1981. 


-230- 

Hendon; U.S.; Herbart, Concept of Morality In Education and It's Role in 
America. "Dissert. A bst. Int. -A 4i 193] 

Hill, L.B., Leadership Beliefs of Administrators and Morale of 
Subordinate Administrators in Public Special Education, 
Organization." Dissert. Abst. Tnt A , (7-g) 107^^ 

Henderson, L.F., Elementary Teacher Satisfaction and Morale and 

Perceived Participation in Decision Makin." Dissert.Abst. Inf -A 37 
(5-6), 1976. 

Howard; R.D., "Relationships Among Perceived Leader Behaviour of 
Junior, High Principals, School Location and TTiree Dimensions of 
School Effectiveness," Dissert. Abst. Int.-A 41(5-6) 1980. 

Isreal, J.O. Achim, Alien ation : From Mane to Modem Soiologv tedl 
Amitai Etzioni, New Jersey, Humanities Press, 1 979. , 

Jex; F.B. "Ngg ative Validities For Two Different Im>enuilv Testes", in 
Taylor C.W. and Barron (eds). F. Scientific Creativity : It's 
Recognition, Development, New York, Wiley, 1963. 

Jefferson, Betty, "A Study of the Relationships Between Teachers Morale, 
Elementary Schools Principal's Philosophies of Human Nature, and 
Teacher’s Involvement in Educational Decision Making." Dissert. 
Abst. Int.-A. 40 (3-4), 1981. 

Jones; J.N., "The Morale of Public School Teacher iSomc Implications for 
Educational Administrators in the Memphis City School System". 
Dissert. Abst. Int.-A , 36 (3-4) 1975, p. 1952. 

Joshi; Rajni, "A Study of Factors Afectintt Alienation in the Employees 
of Kumaun University." Ph.D Thesis, Meerut University, 1 984. 
Kalpande, V.A. "A Study of Problems of the block level educational 
administration in Maharashtra State with Special reference to the 





role of the extension officers (education) in th administration of 
elementoiy education." Ph. D., Edu., Shivaji Univ., 1990. 

Koo; Chul, Lee, "The Relationship Between Organizational Climate and 
Performance Evaluation of the Principals of Selected Mighschools in 
Mississipi Dissertation Abstracts International (AY 36:1, July 72 A. 

Khoury; N.E., "A Comparative Analysis of the Leader Behaviour of 
University Deptt. Chair Persons, Secondaiy School Principals and 
Elementaiy School Principals." Dissert. Abst. Int. A. 42 (11-12), 
1982. 

Kongteing; Somsak, "The Study of Teacher's Morale in Deministration 
Schools in Tliailand." Dissert. Abst. Int. A 41 (5-61. 1980. 

Lynam; R.J., "An Exploratory Investigation of the Relationship Between 
Teachers Morale, Attendance Pressure and Absenteeism." 
Dissertation Abstract Intemational-A 41 (1-2) 1980. 

Murphy; Martin, P. "An Investigation of the Relationship Between 
Teacher Morale and Organizational Climate in the Selected High 
Schools", Dissert. Abst. Int. A,. 35:7, 1975. 

Moser; Robert Nandell, "A Study of Relationships Between Perceived 
Organizational Environment of Secondary Schools and Teacher 
Morale". Dissertation Abstracts International (A). 36:1, July, 1973. 

Mubayi, Girja: and Sharma Moti Lai; Organizational Climate of Tribal 
Schools of South Gujarat: An Exploratory Study Bulletin of thp 
Cultural Research Institute, 1 0:3-4, 1974. 

Mahasniobde, R.S., "A Study of retationship between effectiveness of 
Principals of Polytechniques in Maherashtra State and institutioiiai 
climates, teacl|‘'s morale and job satisfaction and student's academy,: 
achievement." Ph.D, Edu., Adarsh Comprehensive College of 
Education and Research, Pune, 1990. 



1 


- 23 ^> 

Mondschcin; J. leadership Styles of School Superintendent Dissert. Ahst 
lllkA, 35:9-10, 1975. 

Maniudakis; R.C., "A Comparative Study of Teacher Petception of 
Pnnctpal Leadership Styles Teacher Performance Between Greek & 
American Schools. " Dissert. Abst, Int A 35 (1 1-12) 1975. 

Maio, S.F., The Relationship of the Leadership Styles of Principals & 
Teachers to Principal's Ratings of Educational Programmes." 
Dissert. A bst. Int. A 36 (9-10), 1976. 

Malone; J.C. "The Use of Human Relations by the Elementaiy Scho i 
Principal and It's Rlationship to Teacher Morale and Effectiveness." 
Dissert.Abst. Int. -A 41 (1-2), 1980. 

Nande, A.R. "A Study of Leadership Behaviour of Primaiy School head 

Masteirof Cuttack city." M.Phil, Edu., Revenshaw College, Cuttack, 
1992. 

Nagle, G.C., Leader Behaviour of Superintendents and Morale of 
Principals in Small Illinles Public Schools Systems." Dissert. Abst. 
lnt.A, 36 (l-X), 1975. 

Ogunlade; A.L., "An Anal 3 d:ical Comparision of Predetennined 
Demographic Variables with the Administrative Styles of Selected 
Secondary School Principals in Nigeria. " Dissert. Abst. Int, A 40 
(May), 1980. 

ONell; R.S.M., "A Study of the Relationship Between Alienation arid 
Feedback Received from Significant others Among Teachers in 
Secondary Catholic Schools of United States" Dissert. Abst. Int. A . 
1976. 

Perkins' Hugh V. "Climate Influences Group Learning" J 1 . Edu. Research 
45:348, 1951. 



-233- 


Petasis, Aris P., The Relationship of Organizational Climate to Selected 
Variables", Dissertation Abstracts International (A) 35:11. May, 
1975. 

Pace, C.R. College Environments "in Ebel (ed), R.L. Encyclopedia of 
Edu cational Research. The Macmillan & Co., Lx)ndon, 1966. 

Prutsman; Jack Damon, "A Study of Organizational Climate with in the 
Twenty-Four Middle Schools of Broward Country Floride, 
"Dissertation Abstracts International (A\ 35:11, May, 1975. 

Pe derson; Barbara, "The Relationship of Leadership Style and the Group 
Levels of Trust." Dissert. Abst. Int. A. 41 (7-8), 1981. 

Pillai, J.K. "Organizational Climate, Teacher Moral and School Quality, 
"Ph. D., Edu., M.S.U. Baroda, 1979, P. 486. 

Pederson; J.A., "A Study of Teacher Morale in Selected Minnesota 
Elementary Schools. Dissert. Abst. Int. A 41 (3-4), 1980. 

Pugliese; R.W., "Factors Affecting the Morale of Union Teachers and 
Non-afEliated Teachers in New Haven, Connocticut." Dissert. Abst. 
Int.-A 35 (7-8) 1975. 

Ramseyer; John A., Harris Lewis, E. et al. Factors Affecting Educational 
Administration Monograph Series, Ohio State Unviersity, 1955. 

Roy; Jack F. "Student Self Concept and Attitude Towards School in 
Differing Junior High School Organizational Climates." 
Dissertation Abstracts International (A) : 35 (8), March 1975. 

Rao; T. Venkateswara, "Perceptions of College Environment o. 
Professional Sociolization of Medical Students Jl. Higher 
Educational. U.G.C., 1:1. 

Rathore; C.S., " Teacher’s Perception of. and Desires for Participation in 
School Decision Making Relation to Their Job Satisfaction and 



-234- 


Ahcnation, Plxd_Dissertation, Submitted at Meerut University 

1983. 

Resenthal; J.S., "Leadership Rele Perceptions of Vocational Education 
Administrators as Related to Job Satisfaction of Teachers Co- 
ordinators in Michigan", Dissert. Abst. Tnt. A, 37 (5-6), 1976. 

Racz; Leslie, L., "A Study of Teachers Alienation and Its Relationship to 
Individual Needs and Leadership Behaviour". Dissertion Abstract 
International A . 197(31)12. 

Sharma, Motilal, 'School Climate and Other Variables; Some 
Relationship Studies." Jl. Edu. Research and Extension. 11:3 Jan. 
1975. 

Sharma Suman Lata, "A Study of tlie Detenninants of Administrative 
Effectiveness of Principals." Ph.D., Educations, Rajasthan Univ., 
1998. 

Sharma; Motilal, and Quraishi Z.M. "Teacher Morakand Organizational 
Climate; An Exploratory Study" The Progress of Edu. Dec. 1972. 

Stogdill; Ralph, M. "Personal Factors Associated with Leadership; A 
Survey of the Literature Journal of Psychology. 25, 1 943. 

Stem; George, G., People in Context. New York, John Wiley and Sons, 
Inc. 1970. 

Singh; Rampal, "A Study of Socio-Educational Climates on the Higher 
Secondaiy Schools of the District of Ajmer." (Hindi, Trans, by die 
Author), Raj. Board Jl. of Edu. Julv-Sept., 1972. 

Siegel; S. Non-parametric Statistics for Behavioural Science, New Yor 
McGraw Hill, 1956. 

Shin; J.S., "A Study of the Relationship Among the Principal's Leadership 
Style, Teacheis Need. Orientation and the Degree of Satisfaction 



-235- 


leir 


»"r:r.cipa!’s Job Performance." Dissert. Ahsl. Int A. . 37 


f'i 9^ 


A Smdy of the Relationship Between the Leadership 
oenaviour ot Instructional Superviors and the Job Satisfaction of 
Teachers in Texas Dissert AbstTnt.. A , 37 (5) 1976. 

Slaybaugh; Jack Errol, "Organizational Structure and Teacher 
Alienation," Dissert. Abst. Int.-A.. 1974(35) 11-12. 

Sherman, H.G., The Relationships Between the Teachers-perceptions of 
Managerial Styles and the Quality of Inter Personal Relationship 
Between Teachers and Supervisiory Personnel." Dissert.Abst. Int.- 
A 37 (5-6), 1976. 

Tead; Qrdway, The Act of Leadership. New York : Maegraw Hill Book 
Col. Inc. 1957. 

Taylor; C.W. Climate for Creativity. Pergamon Press, New York, 1 972. 

Tyagi; P., Construction and Standardization of Graduate Students. Test of 
Morale, M. Ed. Dissertion, Department of Education, Meer.it 
University, Meerut, 1977. 

Taj, Haseen "Social-Psychological and Situational Correlates of 
administrative behaviour of secondary schools heads, "Ph.D. Edu., 
Banglore University 1992. 

Tliompson; K.E. "The Relationship of Leadership Behaviour of Secondaiy 
School Principal to Educationl Experimental Variables", Dissert. 
Abst. Int. -A . 41 (11-12), 1981. 

Thorpe; E.M., "A Study of Moral of Elementary. Junior High and High 
School Teacher in Leusiana Public School. " Dissert. Abst. Int.A. 


37 (5-6) 1976. 

Vice; Theodere, E., "Climate Improvement in Elementary School". 
Thrust, Association of California Administrators, 5:4, March 1976. 



- 136 - 


Vauglmn; I I.W., •'Env.ronmcnlal Effects of the Open Space Classroom on 

Student Self-esteem and Teacher Morale." Dissert Abst hn -A t 
(7-8). 

Wright; Herbert, F., Barker, R.C., and others "Toward A Psycologica: 

Ecology of the Classroom" Jl. Edu. Research. IQS I 

Wayne; Bill, Rideout, "A Study of Relationship of School Climate, 
Student Alienaion, Teachers Students Relationship, Student Deviant 
Behaviour and Voluntary Participation in Extra-Class Activities", 
Dissert Abst. Int. A .. 35:9, March, 1975. 

Wayne; Andie, Woodard, "Ih g Relationship Between Perceived Non- 
V grbal Behaviour of P rinci pals and Organizational riimntP nf 
Elementary — School .” Thrust, Association of California 

Administrators, 5:4, March 1976. 

Washington; E.M., "The Relationship Between College Depf . 
Chairperson’s Leadership Style as Perceived by Teaching Faciilti 
and that Faculty's Feeling of M^-Satisfaction." Dissert. Abst. Int.A . 
36 (5), 1975. 

Wheeler, S.J., A Study of Perceived Leader Behaviours and 
Communication Behaviours Among Elemcntaiy School Principal 
and Teachers." Dissert. Abst. Int :A. 41 (9-10), 1981. 

Walker; J.G., "A Study to Determine the Relationship Between Leadership 
Behaviour and Teacher Morale in Selected Elementaiy Schools " 
Dissert. Abst. Int. A.. 36 (7-8), 1976. 

Weiser; H.E., "A Study of Relationship Between organizational Climate 
and Teacher Morale." Dissert. Abst. Int. -A. 36 (5-6). 

Wasson, D.G., "Perceptions of the Directors and Supervisors on 
Communication Adequacy, Decision Making, Leadership ai .i 




-2.3 7- 


Morale in the Missicippi State deptt. of Education." Dissert. Abst. 
Int.-A 41 (7-8), 1981. 

Weinstein; E.R., "A Study of Selected Factors Influencing Teacher Morale 
in Open Space Schools." Dissert. Abst. Int. A 42 (5-6), 1981. 

Wongruanguisam; P., "Managerial Leadership Style and Organizational 
Effectiveness in Large Manufacturing Organization in Bangkol " 
Dissert. Abst. Int.-A 42 (1-2), 1981. 

Zielinski; Arlene Emily, "Isolation and Alienation Among Elementary 
School Teahers." Dissert. Abst. Int. A. 1983 (43), 9. 

Zechman; H.T., "Critical Instructional Leadership Competencies of the 
Secondary School Principals are Perceived by Subordinates and 
Superordinates." Dissert. Abst. Int. -A, (1-2), 1976. 


* 






colleges of jhansi region 


XE'-ya Tnter College, Orai. 

/If'-' * 

wo vJ" 1. \^S*S1 

Go O A .o— A CJ- a X j!.n Lw r College, Orai 

■'/o -urSvic 

5. /-:rch:x Maheshv/ari Vidya Mandir, Orai. 
0 ;\,;ya /.aivja Inter College, Kalpi. 

7. Nagar Palika Inter College, Kalpi. 

8. Kasturba Inter College, Jalaun 

9. A.N.D. Inter College, Orai. 

10. D.A.V. Inter College, Orai. 

1 1 . G.I.C. Bangara. 

12. A.U. Balika H.S.S. Orai. 

13. Tej Singh A.B.H.S.S. Orai. 

14. G.G.H.S. Babai 

15. K.N. Inter College, Konch 

1 6. N.R.P.jJ. Inter College, Konch 

17. S.R.P. Inter College, Konch 

18. A.C.M. Inter College, Konch 

19. G. G.I.C. Lalitpur 

20. Shri\/am Jain Inter College, Lalitpur 

21. ShantiNiketan Inter College, Maliarauni. 

22. G.G.I.C. Maharauni. 

23. G.G.I.C. Talbehat 

24. Mai'dani Singli Inter College, Talheliat 






ba:;£sWr?,ti inxer uollege, Madabara 

jiiansi 

G. N.K. Inter College, Jhansi 
B.B. Inter College, Jhansi 
L.B.M. Inter College, Jhansi 
S.P. Inter College, Jhansi 
S.P. G.G.LC. Jhansi 

Aiya Kanya Inter College, Jhansi 
K.C. Sharma, G.I.C. Jhansi 

K. LC. Jhansi 

S.D. Garg Inter College, Jhansi 

H. M.M. Girls Inter College, Jhansi 

L. T. Kanya Inter College, Jhansi 
NagarPalika Kanya Inter College, Ranipur 
G.LC. Samthar 

G.G.LC. Samthai' 

G.G.LC. Ranipur 
G.G.H.S.S, Gursarain 
Clii'istian Inter College, Jhansi 
Adarsh Inter College, Mort-th 
G.G.H.S.S. Babina 
G.G.H.S.S. Bama Sagar 
B.K. Inter College Mathogar 
Chatrasal Inter College, Jalaim 
Vidliya Mandir inter College, Oral. 



























































































































































































































































Code No. 
of College 



{y-y i^EADERSHIP STYLE COLLEGE 
Name of College 

Arya Kanya Inter College 
Archna Maheshwari Vidhya Mandir 
Nagar Palika Inter College, 

Kastui-ba Inter College 
A.N.D. Inter College, 


S.R.P. Inter college 


G.G.LC. 





Shri .Wavini Jain Inter College 


G.G.LC. 


G.LC. 


G.LC. 


L.B.M. Inter College 


S.P. Inter College 


G.G.LC. 


S.D. Girls Inter College 


L.T. Kanya Inter College 


G.LC. 


G.G.LC. 

(5-5 Leadership Style Colleges) 
Sanatan Dhann Inter College 
G.LC. 


Place 



Jalaun 


Laiitpur 


Talfcehat 


Jhansi 


Jhansi 


Jhansi 


Jhansi 


Jhansi 


Santhdi- 

Ranipur 



;W'' 








































A.V. Balika H.S.S. 


G. G.H.S. 

K.N. Inter College, 

Saraswati Inter College 

B.B. Inter College ~ ~ 

K.C. Sharma Girls Inter College 

H. M.M. Girls Inter College 
Nagar Palika Kanya Iiito College 

Christian Inter College 

G.G.H.S.S. 

B.K. Inter College 

(9-1 Leadership Style Colleges) 
__ 

Aiya Kanya Inter College 
Tej Singh A.B.hTs.S, 

MardamSingJi Inter College 
G.N.K. Inter College 
Arya Kanya Inter College 
Chatarshal Inter College 
Vidhya Mandir Inter College 

(1-9 Leadership Style Colleges) 

" G.LC. ~~~ 

Shanti Niketan Inter College 
‘ KJ.C. ~~ ~ 


Babai 

Konch 

MadaVarcL. 

Jhansi 

Jhansi 

Jhansi 

Ranipur 

Saftthor 

Month 

Babina 


Madhogarh 


Talbehat 

Jhansi 

Jhansi 

Jalaun’ 


Bangora 

Maliarauni 

Jhansi 


G.G.H.S.S. 


Gursarain 
















^^-e«iT3Tcr ciTdiaxL'Ji ^25^ 

(ORGANIZATIONAL CLIMATE QUESTIONNAIRE) 


^0 ■3fNT;5'ft a-rd'oi raie 

TVsz (f^T<$-n f^a-TTOT) 

^fr^cTcrrar 1%^ cj^rf^cri, ^Trcrrai^ (3 oyo) 


STL^rnrcf? cJ5t ^trt 

fcTgrrcTsr ^ sttst 

tjcjs gjar^Ttr^ sra^'-u <h' '^6 uTTsr^ crt 

fWr JJTOT n?5 antr f^srer f%r^Tcr?T ^ srtzn'qrcu t g-Tcn^zoT 

t 1 W^-^' 9 0 JISeT^T ^ GTt 3nTT^ flTOTcT^ ^rTcTTcTT^^T ftrf^T^^T 

tsimaff ^ STf? ^’c^cT ^ 1 ^ 0>cr>^ 

'U’fcTf'ciJ^Ti czTcFcr gr^sfY f STT’cr cpeTgrTg'cft gjersr gst tgrrsT 

trf^ cT&TT fYj? crir srrg^ fcrenn^r fcrcigr 3^’ wf erg? 

^iT?fY I g"? grraToT srigc^ f^gricrg ^ ferrsTg ^ f^ggr ^sfY ^ 3g 

3^ gjarg gY ^t 3 ft^ gn cTott ^ i c^Y'^ gjarg 

fVgsTT ^t 2JY t. ^ gerfoY gY gJTct^Fr gY ssgg ^fY'^fgJ ^ 

3T^ ^ : f^c^er 3Er?fY, ergra-m x!T?fY, g?gr ^or^fY, g^g ^^fY 3ftg 


f%e3gcr gicTcT* 1 

o 





cTorSToT 


1 ■ artztiMcjj crat tjci yEirawisf c^ amrsft 

Jzm?T? 3fE& % 1 

T. 3re3jmc<7l cJJt Tjgrf ^ 3iS2j- 

TT5^ ^ FSrt^ ti^ ^ Hnur ^ fr ! 

3 . <y 6l ^ STEZrnTcB^ cBT 3Toft5Jcf 3§rn ^ 

T! yyioiicjiil ^ezj-mai Brat ctzt: 

% I 

s^ ytiioiU)i3 Qy ifOTTOzi tcraTtersft ^ 

^fT^rarn sTjst yjt 1: i 

6. ?J?i affi'nrrcB •qt ofjisirflRt wuT w> f^e,- 

fiRiwe rcRt t?: I 

V. -kift q-iSivi tctWiiJ tnr rn^cr ticH f^zn yiicn ■?: i 

irr~^iT'a5r'3^^STTCTsr~ii^'~F~r ~ 

9. ■zTEHt ftrmtlhqif ^ ggcT 'yiiri#i-zn uttctt f, cfr 


cSTcT 


areznWt ^ 

^ ^ 'Q^'S ' cm f^£T 


2 I . ■ srezrrcr^ srxrar Sc^-rr^, 3fT$TT gr 

eiwsf ^ -OTei % i 


' ■3^ <m ^ m 3cCTETiT 


■ |ga 

ifl 

1h 




1 1 . ^ 3TraTcra5 3fa^ ^ arflras 

zsrz<r ^ 2 ^ % foRTEfft era?: ^ % ys^ ferar^ tr? 

3Tf&cj5 £2rr3T oi# t i 





1 











4 




cBerar 

tec^d 

■?T#t 

a^Twr 

W3^ 

^IgcT 

2f>3=r 

ITTcTcT 

2 3. ^ afEzimcB Brat g§t gft ^ 

atraft^w Soiif ^zju at# ^ ^TTTra iro^ 

t|57# # 1 





! 

1 

j 

2 4. Pc5cf5 7 rc|-c|‘jf 21^ # IcI'ETT uIlcIT 





2 5. ^ wen^rraKi ucj sfEzimcjs ItHra? ci?i4ct>.Ht 
S arfErar jttot ^e?c^ % i 


1 



! 

! 

i 2 6. stezifTO# <Bi fcrarfefzft in’ sfcBT f^^^jc^5|U| 

^JZCrn fc 1 






; 2 7. HTsrr fcrentShft cfe Wr c6 tcm ^24t ^Toft gtt 
cOTft 2tCcfT 1. 1 

~1 

1 

1 




2B, ^W' 'nriRitrpf tnr sraicr btcitjjct ' j ! 

1 


•jiiijifrn ciur 3iir^ r/sr a/ea t?c> 1c i j 

2 9. cuixi 3i£2Trorcjj trsTvC crit a-jsfra crga Btga f~F 

at axroRjrn cur ftrasra ar# €?r I 


I 3 0. 'crsci 3fE2iKraj feoTtcreit <3fT irzrfer Trgnracn 
j uTtfcr ■& 1 

i 3 1. 2i?T ■nOTsnciuf 'H RJsit ^ ansa h^; <ijr# aie^t 

I f&TcT • 2 Ttf 5 ?n 1 

I 

‘3 2. ^TFi sTOTTtrcp"’ if xj^ 

3fTcr % i 

; 3 3 . ’a^ g'^Tcfi tr2' qratccf Ezrrar RMt 

! OTETT % } 

[~3~4^'7 ^rii Stiff Tci^^ iir -^wtr 5ft 

I ^TFRIcH ^ uTIcft ?: I 

3 5. 3{£zrrqc|ft if 3trCRT if ^TDTt Sf^l 

^ I 

3 6. STEZIW cudf cjft rfr Cf5^ ^ I 

I 3 7. ^l'6i 3f€2|TlR3’ 3»T 3lSJ^HU'«tft tfft ctiJt cJTecT 

j ^ iTf^er3ft ?: cTejT smsr % ! 

^a a".' ■^Fi stEzntrg? zftro ist '^ r <fe cfjrr^oT f^renRtaT 

^ 3Vcm OTtjfe^fer o!# ^ tiTclr i 

'^9. tricYf’« 3 s % 1 

4 0. yenoHtrRf ctetr aiOTi'Ocjft i^ra* crgcT 

I 

~XiT~iST 3tCT'ii55i^ 55 5Sr5 cteir 

31# Tfterif ^ ^xfcf dftcf wft ^ F^.irarcST < 157 # 

# I 

”~4 2 ” 5Sf BTsft ^ it ^ 5ft 

m 

Tgcfcr^RTT uTTcft % I 

43 . 55f OTET: f$TW siri^T 

an# "I* ■ I 






B<yT»RT 

wr 

1SI§^ 



c?53T 



lECit 


arg^iRT'oT mj tchhist ■ 


^X5 3T 


wr 3iE?4m^ srg&rcfr ^ ^ 
wma ouU ■5ic^ m?t t 


4 8, 3feznti-a7 w»>rslT 

^i 8.1 . »iKi * * if t'triTt'^^i t}*** **** T 




ircvi s3ir4nq"cK erai rj;; yc-era^ ^tcrejT amr 
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W ft# m ft^ ^ t 1 OTW^y OTTfi igc^ ‘^rm t SJPt ^ ^ ^ { ) '4a 

K -^i^T 'g I 4i> OT? 3f4» ft-Rt ^ ftFTcl^f 3 j 4 ftFT § 
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f^ Tjif cRSFff c^ 3?^ ^ vFT^ ^ if ^ cRSf^ cp^ ^ Sfir, 

^37fcl1%l^ W^% ! ^:“;’? TT5fiR ^ ^SF["fT^ ^ ’■ff cff 
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^ stimvi 


cptolxci, ^ TTcf 

Cj[Sicp|U[ I 

cpapT :- 

1- sjtetf ti tenrci^t grr ^^j»di4l T^ 

"^F^Tcf I ? 

2- f^yietij n cl^l4'<cf oi^Rd-qi ^ 3^1c|;^i^c^)di3^^ cj^ WFcTlt 1 

3- fq^ldi^ ^ ^l4'<cl oitRklii'i ^ I 

4- f^fcR “'^'"IWfjcTT f ? 

5- ^l4i SRI ^1%cT ^r c?TPT ? 

c^Rixieii ^3nTO?n^Tjcj^3^ 1 

-2 : r::.^ ^ s ror ^fechVi 
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7- cbi4'<ci crM ^-2 ? 

8- ITsRTcp, ]?£IHix!i 4 ^ ^ 3ffq# ^ 

cJt^ q^i 3pp^ c?5^ f ? 

9- 3?SJ!-Iixi!4 % f^leiq ^ ■•rifcif4Rr4t ^5^1? 

TO— T?6P£Tcf> l^eiid'M c|7t 4^ ^l1^Tr4t cTS?T f4£^id41 ^ oqf^rRcI TRFJiSff ^ 
"^Fn^TFT cP^t I 

11- TPRIcp cEftelf ^ 3TTf^ cmr (ficf) f^o3T^ ? 

12- wera? IM tocR ^ 3 ?£THm4 ^W1 ^ ^ tJ^cRT ^ cl^d T^^i l 

3 : ■^tR^PTI #? ^3^ Tjdqjcfi^ if aTRcf?r 

^SFT : 

13- f^eiidij ^ ^^c^jcbd cbi4^d oi^l^xistf MNl4 41 €1 TTPj|%cp '3afT^Tf4^ % 

14- f^'^ITei^ if ■qriF^ STeiTTW WTrapJ f^tcT^ ? 

15- ; fcmn^^^r q^'^cT tocR ^ ^ 1^ % ? 

16- fq^n^ ir cf5pkcr oz^fq^ntr ctstt fcfirrcT?! cf^r impirai^ ^ 

aifsi-cfTifM ^ f?l>^wraTl ! 

17- t^l31c3^ ^ ^ Mq’ ? 

18- ^3[£2nw MRfW^ 3fN# I 1 

^rfiRgrf^ -4 ; ^ wf^ ^mrEmrcft Pi4lyH 

cpspf : 

19- ^rsjFTfEipf ^ R^idii ^ 3c(4!e41' crarr ^3^ 3iiq444>cii3ft ^ ^ 




.'>iqxn w^IcRiqi 6}?rT4t 

^ 3{ic!^qcf,c1l3Ti 3fTWT4w^TTf^ipj^| | 

fq^el^ ii ' :,asmcf)'l Cf?f ^ppR?! ^ qei<ie j % I 

f^^TePl >1 i^^TT cfq cfTcfTcR^ % [ 

fl 3TF7nTTff> ci wiFirari ^ ^ t i 

“;>T ^ ■'ti^K') ^ | ^511 fcrqFT c?q ^ 


f^Tef 


tFdfWr B 


-5 : cA3f]cr??IWT 


f^'iSficiq ,^!5Tq[c^ fclchUi cf5t cRpJ WcIT ? 

■ftniici q' q siTcRWcnafr c^ 3?^^^ ^ areuiWr ^ y%5fR ofrar I 




?— I^UfcRJ^I ^4'<c1 cqfcJriq'i cf^ f^^ld'M cTSfl 

^ ^ ^[cft t 1 

?- f^eiTcRI cf> 3]wrcf^i 3TT5TT ^ WRTT t c 

q? irf^cRf^ c{r% i 

50- f4^TT^ ^f 3!W1^ cfJt ^T%aFT ^ OTlcIWPcn 

cpl<ka SfcSJFTcpf ^ 3f^T[g ft ctqqft | 1 

RR^rf^i' 6 ; fpsHT #? 4tfM ^ f^rat?R ^r sfn^ 


30— Ml5”!"e1 


cpT<Ha 




cralfp 


rnTFiTETr' 5fK!imcpf ^ ^ ^c}>^ ^ t 

TTEfFiraT^ oiq^ iRT witcpT ^fqp^tciRR ^ cRf f 


miFtrai^ 3Tcff ^ 7J7 t 4 f 

3 Tqf cq-ci^R c? 5 t cf^ f?T ^’TFT^ t 1 

t^i^trqf^ nmoi ^ >^<a ci^i m'Ci^ cpxn ^ i 


^tEiTnram ^ fRrr^^ 1%'JiTf^ ciRf c^ wM^ ^fRirr^f ? 

ygHrai^ ^ uft ftupn ^ f ^ ^ ■^^OT SFfef cR?^ t I 

£ihm 4 oiq^ stRiiqctlf ■?ttst ffcRtR qtf^ch 4ivim I 

i?tiHittr4 iRT a'c4'<i> cijf^ ctf \3tt4>i wf ■^q ^ wk ^ ■'j?t 
• < 3 a R^ .R? ^ ^ ^ I ^ ^ ^ ^ ^ 

vfRfJ ^ i 

WHIWr4 IRI c|^ ^ qc'qictiH P^JRIWrJ IKT ^ 14^ -Ml Mticfl 


H; 

i 








--- - . -v. -■•- ’ 


'u- i'.'-;;-;;';. xlia^ ReJIofil f^'HFfi Sira?^4cf)ri!3!i 

\;'w\''-.i-. ?. ; x^Pm^ c^xF^RI if SfNcbl '^fecjiftT 

q>SH 

43- f^^FeTO if 'SR^ fcfFFT cfF WfTfR ^^Rfp? Fpfcfj % | 

44- fq^lelil ^ SfEqiiFF ^cp^f ? 

45- 3IKFWt ^ cf)P?5 cp^ ^ Wc1-?ic1T ^ uTTcff ^'' 1 

46- ^F?I 3F2TIW arqifwf if ^ t cfSTT ^ ^cRff^ ^ f^ 

t i 

47- f^WePT if aiHTRcp X5T%f c^ cppfi ^ f^fffSFT cp^ f | 

48- fefrarF ^ ^ oEraf^ ^ ^ xf^ I i 

— 9 : 3r5TRTF if ifr|c6| c^ 'Srf^ SfT'FPT cifecpfui 


49- ITsRfcp gWf fencRT ^3TFfFT^ TFfWalf cpTq?^% eFTT 1^ Wm 

% 3ff? ^ ^ cPT ppiFT %FTuTTcrr| I 

50- ysFW ^f>R?r ^^^f ^ ^?FRI^ F«ff eqpT^WfTTl | 

51- ysRRF^ fMt WPff cPT I^FtF ^ wr %IfcRI if cpl4<c1 cZffcf^ ^ 


m elf^ii 


52- ^ 1^ Tfiffip^Ft Fif f^ilff^ cp^T^ ^ iHcf'^^'FT ^Fflcfft I 

53- SlTf l^'SrfcTCf^ ^oEfcRsn cp^^iKffl 1 

54- -to^if ftim WfFi ^ F^OTf F^EZIFT f^FTMT I 1 

10- -iOTfef oqtefi cR-^c^iTcPF tt^ Ijf^^fecfiPf 

qPSiR 

55- Kf^TfciPf ^ ^ cfR ^af tdcP'' ^tf cppiif cPl TJ^#cPR tRRf I cfcfj 

\dH45 cpypf oiijfcKiFO ''^ Vi <4^4 ^4^ Fit ■gRit % 

56- FtTFiraTF "^Fif g?£iiRcp1 cpf ^FTF— IFFRf FR ?cTT^ f '3F^ ftfOT 

if FIRT^J RffxTR^f ? 

57- %ITcPfif cPlifer ciifcRplfi ^3fx^ ^ cPT RFFH f^ETT FfTcfT I sfR ^RfWR 
■^TpR yfcxiif^d iff fcbill vifidl % I 

58- f^'QTcf q if cpl4Rcf yff4\l4f fifcraR cfipj Tiff 3Tx?fT^ 1^4 cpfil4f vF% 

^pMf^ FTf^l fuRT^ft^lcfEf c^ ciifTjf^-^ Rfc^ I 


R[?M 


59- f ^Wc Pfif cPl4^d cl|!4vfEff EjTffifRrf c??f RRTgFT 7j?f uTRftl f^RFcTEI c?5fTRi[cp cilRd 

I I 

60— f^RfTcTEf i( FeRff cTT^ oqf^rf ^ 4clfrl4l (4*4 Ef if «fcTTcpR vJ% TpRif 

cpTiPjTRT f^Kii Frrar t i 



I 

1 .' •%' lair- • ! • 




Mi 

Bi 

^*1 


Bi 

•* 

•s 









Institutional Effectiveness Scale (lES) 


#5?, %5=[T fcTiM 

tfO^O cTT^ chjcluT 

to 

vial'(<lcl! cfjT’TPT '■ 

fcHJTcTO cfjf ’TPT ; 

^ 3?to ^ t I c^T^UT 

^2Fff ^ 4:i0x SfFTST?^ STT^ ( ) cfjT Pl^li'H 

cFT[c| 5^ I 54r>^cp feJ^ 3!^ c}?T3Isf y<^l'! % — 


to 5 


to 4 


to 3 

^3T?^fFRT. n WW 

to 2 


to •! 

si'HeMd 



P^to - WRT aicTfeJt 







^ t 3lkW5tt 
^1 






cpen^i 





'^tt siwTcm 


^ ^fF«PEJ ^ 


8- #?^aFtR 

^cnHf^ vinml I 


9- ^ cp i^efcfj cPSTT W5a c^ tcmR 

SlI^Rzrf^ C|5t TcIcFs^T I 



12- ■qBT 1^?irf^ czjf?}^ IR % 
^ 3 nm I I 


13- wjfr cfn Tiftsn w iwsiwTWTf I 


^ ^ SlWIcp ^ c 

tr^ ^ t 1 








































